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Abstract
A COMPARISON OF THE CONTENT OF 
PRINCIPAL EVALUATION INSTRUMENTS 
by
Paul E. Fox, Jr.
The problem of this study was to caipare the content of principal 
evaluation instruments in use in Tennessee public school systems in terms 
of seven selected categories. The selected categories ccnpared were
(a) personal qualities, (b) professional skills and qualities, (c) hurtan 
relations skills and qualities, (d) instructional leader skills and 
qualities, (e) manager skills and qualities, (f) decision-making skills, 
and (g) teaching skills.
Of the 142 public school systems in Tennessee, 121 utilized a 
principal evaluation instrument consisting of either a checklist or rating 
scale. The evaluation instruments of these 121 systems wen analyzed 
(using content analysis) for reference to the seven selected categories. 
From this data, the percentage of references to each category by each of 
the 121 instruments was calculated. Based on the calculated percentage 
of references to each of the categories, the Pearson product-mament 
correlation coefficient was computed to determine what relationships 
existed between the percentage of references to the categories by the 
121 evaluation instruments.
TWelve of the 21 relationships tested were significant at the .05 
level. The only two positive relationships were between the percentage 
of references to personal qualities and human relations and between the 
percentage of references to professional skills and qualities and 
decision-making skills. The content (percentage of references to skills 
and qualities) of the evaluation instruments varied, and the number of 
evaluation items found on the instruments varied (range = 211).
The conclusions included the following: (a) Evaluations of Tennessee 
principals from differing systems cannot be compared due to the range in 
the number of evaluation items, (b) The relative importance of principal 
job tasks were not considered when local school systems developed 
principal evaluation instruments, (c) The Tennessee Department of 
Education has not monitored the content of locally developed principal 
evaluation Instruments, (d) The findings of research studies defining the 
role of principals as instructional leaders, managers, and decision makers 
were not considered by local school systems when developing principal 
evaluation instruments, (e) The evaluation competencies of the 121 
instruments utilized in this study differ from the evaluation competencies 
of the 21 instruments not included. Reccrmendatiers were given.
iii
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CHAPTER 1
Introduction
Janes Olivero (1980) of the Association of California School 
Administrators stated that without leaders, any dream Is likely to fade 
in and out of focus. For today's education, the principal— more than 
any other person— Is the keeper of the dream. This statement emphasizes 
the Importance of principals in the operation of public schools.
The leadership roles of the school principal are varied. The school 
principal is the chief administrator, the operations manager, and the 
instructional leader of the school. As chief administrator, the principal 
represents school system management and is responsible for the implementation 
of district-level decisions and school board policy. At the same time, 
the principal supervised the current and continuing operations of the 
school. The principal is responsible for supervising both the process 
and content activities involved in the delivery of educational services 
and is, therefore, the administrator directly accountable for the quality 
of the instructional program in the school.
The principal as chief administrator is the link between policy and 
management decision makers at the district-level and the site-level 
providers of educational services. This central position in the school 
system, together with a substantial role in managing the process and 
content of educational services, denotes the principal as an important 
subject of study ("The Pole of elementary Principals," 1982).
Clearly, the principal plays a primary role in the operation of a 
school. However, due to the carplexity of the school setting, it is
1
2difficult to determine the effect any one factor, such as the principalship, 
has on school success. In a setting where so many variables interact 
with one another, it is not likely that a single factor can be solely 
responsible for the success of a school (Pinero, 1982).
Therefore, many factors must be considered in evaluating the 
effectiveness of principals and their schools. As the school does not 
exist in a vacuum, the principalship is influenced by the society in which 
the school operates. For exanple, in the eighties, as federal cutbacks 
reduced resources and block grants brought control closer to the local 
level, the principal’s role was affected. Policies of retrenchment reduced 
central office staff, who were less able to offer instructional assistance. 
At the same time, the move toward local control resulted in more autonomy 
for individual schools. The combination of these pressures required 
school administrators to become active instructional leaders of their 
schools (Pinero, 1982).
Recognizing the inportance of the principal's leadership role in 
education, Tennessee's Governor, Lamar Alexander, supported the idea of 
identifying and rewarding the most effective school leaders in his proposed 
Better Schools Program and Master Teacher/Administrator Program. Researchers 
suggest identifiable and observable ccnpetencies that relatd to the 
effectiveness of school principals, ccnpetencies that allow one to 
discriminate between more and less effective principals. Objective 
techniques of discrimination are essential for the Master Administrator 
Program, or any incentive pay plan, to be supported by both the public 
and educators.
The Problem
3
The Statement of the Problem
The problem of this study was to ccrpare the content of principal 
evaluation instruments in use in Tennessee public school systems in terms 
of seven selected categories.
Hypotheses
TWenty-one hypotheses were developed based on the percentage of 
references to each of seven categories on instrunents used to evaluate 
Tennessee principals. The hypotheses were to determine the relationships 
between the percentage of references to each category relative to the 
percentage of references to the other six categories.
On Tennessee principal evaluation instruments, a significant 
relationship will exist between the following:
1. The percentage of references to personal qualities and the 
percentage of references to professional skills and qualities.
2. Hie percentage of references to personal qualities and the 
percentage of references to human relations skills and qualities.
3. Hie percentage of references to personal qualities and the 
percentage of references to instructional leader skills and qualities.
4. Hie percentage of references to personal qualities and the 
percentage of references to manager skills and qualities.
5. Hie percentage of references to personal qualities and the 
percentage of references to decision-making skills.
6. The percentage of references to personal qualities and the 
percentage of references to teaching skills.
7. The percentage of references to professional skills and qualities
and the percentage of references to human relations skills and qualities.
8. The percentage of references to professional skills and qualities 
and the percentage of references to Instructional leader skills and 
qualities.
9. The percentage of references to professional skills and qualities 
and the percentage of references to manager skills and qualities.
10. The percentage of references to professional skills and qualities 
and the percentage of references to decision-making skills.
11. The percentage of references to professional skills and qualities 
and the percentage of references to teaching skills.
12. The percentage of references to human relations skills and 
qualities and the percentage of references to instructional leader skills 
and qualities.
13. The percentage of references to human relations skills and 
qualities and the percentage of references to manager skills and qualities.
14. The percentage of references to human relations skills and 
qualities and the percentage of references to decision-making skills.
15. The percentage of references to human relations skills and 
qualities and the percentage of references to teaching skills.
16. The percentage of references to instructional leader skills 
and qualities and the percentage of references to manager skills and 
qualities.
17. The percentage of references to instructional leader skills
and qualities and the percentage of references to decision-making skills.
18. The percentage of references to instructional leader skills and 
qualities and the percentage of references to teaching skills.
19* The percentage of references to manager skills and qualities 
and the percentage of references to decision-making skills.
20. The percentage of references to manager skills and qualities 
and the percentage of references to teaching skills.
21. The percentage of references to decision-making skills and 
the percentage of references to teaching skills.
Significance of the Study
Governor Lamar Alexander of Tennessee proposes a plan of educational 
improvement, the Better Schools Program. This plan allows for incentive 
pay for principals who are considered to be "master" principals.
Procedures to determine and evaluate the qualities of effective principals 
must be developed if master principals are to be objectively and fairly 
identified. This study is significant as it identifies criteria currently 
being used to evaluate principals in Tennessee public school systems.
As each school system develops its own evaluation Instrument and as the 
purpose of evaluation is to determine if principals are effective at 
their jobs, items found on Tennessee principal evaluation Instruments 
should-reflect what Tennessee school system personnel consider to be 
ccnpetencies of effective principals. The findings of this study present
i
the current, actual state of principal evaluation in Tennessee.
Definition of Terms
The following terms are defined relative to this study:
Category Indicator or Indicator
Behaviors on which principals are evaluated were divided into seven 
categories. Each category was defined and limited by a unique set of
6behaviors. Each specific evaluation behavior is a category indicator.
The number of category indicators ranges from a set of 2 behaviors for 
the category teaching skills to a set of 29 behaviors for the category 
instructional leader skills and qualities.
Decision-making Skills
Decision raking, as a scientific process, is a method whereby a 
situation is studied and evaluated, the problems are identified, and 
alternative solutions to the problems are considered before a course of 
action with intent to execute it is formulated (Good, 1973, p. 167). 
Decision-making skills are ccnpetencies used in recognizing and solving 
problems.
Human Relations Skills and Qualities
Hunan relations is the social interaction which takes place between 
people and the influence which persons have on one another (Good, 1973, 
p. 267). Therefore, human relations skills and qualities are competencies 
used in dealing with other people.
Indicator Instrument
The indicator instrument was the tool used to analyze the content 
of principal evaluation instruments. It was oonposed of seven categories 
and a set of indicators for each category.
Instructional Leader Skills and Qualities
Instructional leader skills and qualities are competencies used in 
directing and improving the instructional program of the school.
Manager Skills and Qualities
Manager skills and qualities are competencies related to managing 
resources, time, personnel, physical plant, and money.
Principal
A principal is the administrative head and professional leader of 
a school division or unit? a highly specialized, full-time ackuinistrative 
officer in large public school systems, but usually carrying a teaching 
load in small ones; in public education, usually subordinate to a 
superintendent of schools (Good, 1973, p. 436).
Principal Evaluation Instrument
Principal evaluation instruments are developed by local school 
systems to appraise principal performance. Each school system within 
the state is required to develop such an instrument.
Professional Skills and Qualities
A professional is one who has acquired a learned skill and conforms 
to ethical standards of the profession in which he practices the skill 
(Good, 1973, p. 440). In this study professional skills and qualities 
are defined as carpetencies/characteristics related to job performance 
(with the exception of manager skills, decision-making skills, and human 
relations skills and qualities) and attitudes toward the profession. 
Teaching skills
In this study, teaching skills are ccnpetencies necessary to provide 
classroom instruction and to maintain order within the classroom.
Assignations
The assumptions of this study were as follows:
1. The purpose of principal evaluation is to determine principal 
effectiveness. This requires that principal effectiveness be observable 
and measurable.
2. Principal evaluation instruments can be utilized to measure 
principal effectiveness,
3. Tte 15 sanple instruments used in the pilot study are representative 
of the papulation of 121 instruments used in this study.
4. The indicator instrument, composed of the categories and 
category indicators developed from the pilot study, is a valid tool for 
analyzing instruments used to evaluate Tennessee principals.
Limitations
The limitations of this study were as follows:
1. The instruments analyzed in this study were limited to those 
used to evaluate Tennessee public school principals in the school year 
1982-83.
2. The number of evaluation Instruments used in developing the 
indicator instrument was limited to fifteen.
3. While Tennessee has 142 public school systems, the number of 
evaluation instruments utilizing a rating scale or checklist was limited 
to 121. Instruments utilizing only job targets were not analyzed.
4. In order to insure consistency of Interpretation, the number 
of persons analyzing and categorizing the evaluation instrument items 
was limited to one.
Procedures
The procedures in conducting this study were as follows:
1. Contacted Tennessee's Deputy Ccrmissioner of Education and 
discussed the use of Tennessee principal evaluation instruments in a study.
2. Reviewed current literature for research on principal evaluation 
and effectiveness.
3. Requested and received 15 Tennessee principal evaluation Instruments 
from the State Department of Education.
4. Conducted a pilot study to determine criteria used in evaluating 
Tennessee principals.
5. Determined categories and indicators.
6. Based on categories and indicators, made appropriate revisions 
and alterations in hypotheses.
7. Developed the Indicator Instrument to analyze the content of the 
instruments used to evaluate Tennessee principals,
8. Acquired copies of all principal evaluation instruments used in 
Tennessee in the school year 1962-83.
9. Using the Indicator Instrument, analyzed each Tennessee principal 
evaluation instrument for its content.
10. Applied statistical procedures to data, ccnparing the content 
of principal evaluation instruments.
11. Summarized the results.
Organization of the Study
This study was organized into five chapters. Chapter 1 contains 
an introduction to the study, the statement of the problem, the hypotheses, 
the significance of the study, definition of terms relevant to the study, 
the assumptions of the study, the limitations, the procedures, and the 
organization of the study.
Chapter 2 presents a review of related literature.
Chapter 3 describes the methodology by which the study was conducted.
10
A comparison of the Tennessee principal evaluation instruments is 
presented in Chapter 4.
Chapter 5 includes the summary, findings, conclusion, and reccnmendations 
of the study*
CHAPTER 2
Review of Literature
Biis chapter presents a review of literature and research relevant 
to this study, Hie study of principal evaluation requires knowledge 
of three areas: (a) current conceptions and practices of principal
evaluation, (b) conceptions of principal effectiveness, and (c) principal 
characteristics and ccnpetencies related to effectiveness.
Principal Evaluation
Principals often view evaluation as a threat rather than an opportunity. 
It has its risks. Zf an evaluation is inaccurate or misleading, serious 
problems for the principal may result. Because the job of the principal 
is so ootrplex, difficult, and demanding, principals are easily misjudged 
("Principal Evaluation," 1980).
Balancing these potential problems in a good evaluation program can 
produce valuable Information about how a principal is performing on the 
job. Ideally, the principal can use this information to beocme a more 
effective leader and, ultimately, to improve his or her school ('Principal 
Evaluation," 1980}. The evaluation serves two additional purposes:
(a) It fulfills legal and cultural requirments for accountability, and
(b) It provides procedural documentation that a school system nust have 
in order to prove lnccnpetence or to defend teachers and principals who 
may come under attack from the oonnunlty (Deal, Neufeld, & Rail is, 1982).
In theory, evaluation should be relatively eirtple. Unfortunately, 
it is not: no erne is even sure what makes a principal effective, much
11
less hew to measure effectiveness precisely. A single fact that emerges 
clearly from research studies Is that evaluation Is a carplex process that 
Is, by nature. Inexact. Evaluation can be biased, and people may disagree 
about the competencies that are most Inportant to evaluate ("Principal 
Evaluation," 1980). Keith Goldhammer (1971) remarked, "There Is no viable, 
systematic rationale for the elementary school principal ship to determine 
expectations for performance; no criteria exists through which performance 
can be measured" (p. 4). While this remark overstates the case, it Is 
true that available evaluative instruments and technology do not permit 
a systematic measurement of principal performance. Therefore, at this 
time, evaluation is not mechanical ("The School Principal," 1977).
An important question to consider in principal evaluation Is: Who 
should evaluate the principal? Principals can be evaluated by themselves, 
teachers, students, district officials, and outside observers, among 
others. While superintendents of schools are participants in the 
performance evaluation of most elementary school principals (McDonald,
1979; Pharis & Zakariya, 1979), principals prefer that evaluators include 
staff, students, parents, peers, central office personnel, and the principals 
themselves (McDonald).
Research data offer a good deal of information about who is best able 
to evaluate principals. The most obvious conclusion is that teachers 
make the best evaluators (Ellett, 1976), but external observers and 
district personnel can also make useful contributions to the process.
As many people as possible should participate in the evaluation process, 
so the collective judgment of the group can offset the personal biases 
of individuals. Evidence fails to indicate that student evaluations and 
principal self-evaluations are of much value ("Principal Evaluation," 1980).
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As the focus of evaluations ranges from general behavior patterns 
to specific actions ("Principal Evaluation," 1980)# the criteria should 
be pre-determined and clearly understood by all concerned (Duhamel, Cyze, 
Lanacraft, & Rutherford# 1981). For example, prior to determining the 
focus and evaluation approach, the supervisor's expectations and the 
principal's expectations of the role performances of a principal must 
be considered and understood. This would prevent confusing situations 
such as a principal with a job description emphasizing managerial 
responsibilities being evaluated by a supervisor with expectations that 
the principal's role is to provide leadership in staff development and 
instruction (Henthorn, 1980).
In the past, evaluations have focused on at least two areas: 
accomplishments (job targets) and skills (standard of performance). The 
skills approach to evaluation has stressed the development of those 
capabilities that are believed to be important for the successful performance 
on the job assignment. McCleary (1973) recommended the competency-based 
approach to administration as appropriate for the evaluation of administrators. 
The clear specification of performance criteria (skills) is an important 
part of the evaluation process in this approach. Rosenberg (1973) suggested 
areas in which actual on-the-job skills of principals should be assessed.
These include instructional program; school organization; schedules; 
accounts; relations with students# staff# ccrmunity, and superiors; 
facilities; and the climate of the school.
A job targets approach emphasizes intended outcomes decided on by 
either the principal, a supervisor, or both. Ingraham and Keefe (1972) 
recommended that management by objectives can be applied as a job targets 
approach to principal evaluation.
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The matching of intended goals to results, according to Pharis (1973), 
has the effect of emphasizing the future and the inprovement of the 
administrator rather than critiquing what has already occurred, This 
approach permits evaluation of long range issues of school performance and 
the unforeseen events that test adnlnistrative capability. However, task 
performance as a criterion for evaluation has the disadvantage of concerning 
itself only with routine administrative tasks (Melton & Stanavage, 1970).
Clearly, the problem with job targets or management by objectives is 
the tendency to select easily attainable goals and to neglect the less 
easily measured aspects of administration (Hacker, 1972). On the other 
hand, a job targets approach probably better addresses the right and needs 
of administrators as professionals (Poliakoff, 1973).
Job targets and standards of performance as rival evaluation approaches 
may be an unnecessary exclusion of the positive aspects of the approach 
that is omitted. It might be possible to combine the two and obtain both 
an emphasis on selected goals and needed performance skills. Such an 
approach would include the acccnplishments intended by the principal and 
the identification of skills the principal would need to provide leadership 
(Henthom, 1980).
Not only do the approaches of principal evaluation vary, but so, too, 
do the competencies on which principals are evaluated differ. The 
assessment center program developed by the National Association of 
Secondary School Principals has identified 12 behavior dimensions that the 
center considers to determine a principal's ability to do the job, and 
these can be evaluated. They include problem analysis, judgment, organizational 
ability, decisiveness, leadership, sensitivity, range of interests, personal
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motivation, appropriate educational values, stress tolerance, and oral 
and written caimunicatlon skills ("Principal Evaluation," 1980).
Project R.O.M.E. (Results Oriented Management In Education), probably 
the most thorough and comprehensive study of principal evaluation yet 
attempted, was an effort to identify the carrpebencies educators thought 
were inportant and to test them to find out which ones actually made a 
difference in the quality of education a school provided. 'Ihe findings 
suggested that while principals are not directly involved in teaching 
in the classroom, their actions affect the quality of the school's 
educational program indirectly, through the influence principals have on 
teachers. Principal's effectiveness ( as evaluated by teachers) has a 
strong influence on how teachers feel about their schools, which influences 
teacher and school effectiveness (Ellett, 1976). Ihus, teacher and school 
effectiveness should be a part of the evaluation of principal evaluation.
Ihe writings of Hen thorn (I960) and Joyce (1976) are in agreement 
to this conclusion. They wrote that as the effectiveness of a school 
principal is primarily related to his or her impact on the school, when 
principals are evaluated, the entire condition of the school itself should 
be considered along with other assessments of the quality of the principal.
Baumgartel and Sullivan (1975) proposed that the outcome of principal 
activities, and thus evaluation, must be viewed as the result of a set 
of ccnplex and interacting influences. No single variable, such as 
student achievement or attendance, should receive undue emphasis.
In suimary, a good evaluation program must be sensitive to the 
different situations that arise in schools. Standardized evaluations that 
treat all leaders and all schools in the same way may not provide accurate 
measures of leadership effectiveness ("Principal Evaluation,” 1980). This
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must be kept in mind when determining method of evaluation and content 
of evaluation instruments.
Principal Effectiveness
The most important goal of a principal evaluation program is to find 
out if the principal is an effective leader. Much research has been 
devoted to the question of what makes a leader effective; the only 
inconclusive finding is that there are no simple or absolute answers 
("Principal Evaluation," 1980).
Good leadership means different things in different situations; 
Effectiveness is contingent upon the consistency of the principal's 
behavior with the situational demands (Miskel, 1977). In other words, 
effectiveness depends on how well a leader's style fits the needs of a 
specific situation; most leaders are good in some situations but not in 
others. No one style results in better educational outcomes as principals 
of successful schools take widely differing approaches to leadership 
rPrincipal Effectiveness," 1980; Rutter, 1979).
Principals must find the style and structures most suited to their 
own local situation (Averich, 1972). Principals cannot imagine or strive 
for one particular school model, because each school embodies essentially 
the people in it who will be self determining and self regulating 
(McIntyre, 1971). As a result, the principal must adapt to the existing 
organisational structure (Barraclough, 1973).
Determining leadership effectiveness is especially difficult as 
effectiveness is an artificial construct inherent in one's mind rather 
than in the nature of things. The idea of effectiveness, then, will 
always represent someone's values and biases and carry social and political
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ramifications (Cameron, 1978). This means that principals will, to a large 
degree, always find themselves negotiating with various constituencies 
about effectiveness criteria. Cross (1981) wrote that principals should 
have their own ideas about measures of effectiveness, but they cannot 
ignore the expectations of others.
Traditionally, effective principals have been described in terms of 
their personality traits (firm, but fair; decisive; sensitive) rather 
than functions or skills. As a result, it has been relatively difficult 
for observers to agree on what to look for when differentiating between 
more and less effective principals (Duke, 1982). Research in the area of 
effectiveness is changing this trend.
Principal effectiveness has also been measured by school effectiveness. 
Several studies (Austin, 1979; Brookover a Lezotte, 1979; California State 
Department of Education, 1977a; Cawelti, 1980; New York Office of Education, 
1974} have concluded that more effective shoools have strong and better 
quality principal leadership. It is important to note that even 
particularly effective school practices cannot overcome the effects of 
student and oamunity background characteristics. The California State 
Department of Education (1974) concluded that taken together, such 
characteristics can explain approximately three-fourths of the total 
between-sChool variation in student achievement.
In suntnary, universally accepted indicators of effectiveness are not 
available for principals. However, a great deal of research has been 
and is being conducted to determine ccnpetencies and characteristics of 
effective principals. The results should yield valuable information to 
those evaluating principals.
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Characteristics and Ocnpetencies of effective Principals
i
Research has been and is being conducted to determine what makes 
a principal effective. The conclusions regarding principal characteristics 
and ocnpetencies contributing to effectiveness may be divided into five 
categories: {a) a vision of the school and the principal's role, (b)
the ability to recognize and use power in self and others, (c) knowledge 
of human relations, (d) skills to serve as instructional leader, and 
(e) the ability to manage.
Vision
The view of principals as symbolic leaders in loosely coupled 
organizations is consistent with studies of effective schools and 
descriptive studies of principal behavior. However, effective schools 
require a sense of purpose and direction provided by well-developed and 
clearly articulated goals (Manasse, 1982). lhe principal sets the goals 
for the school as a whole and achieves seme consensus among the staff 
about goals, objectives, and priorities for learners (Benjamin, 1981; 
Hallinger, Murphy, Weil, Mesa, ft Mitman, 1983; Stow & Manatt, 1982). In 
so doing, the principal must be a goal-oriented coordinator of people 
and resources, including pupils, staff, and community (LcPresti, 1982).
The importance of a personal vision of the school as a whole is a 
recurring theme in studies of effective principals (Blunberg & Greenfield, 
1980; Manasse, 1982). The vision helps them to set priorities so that 
they are not consumed by the organizational maintenance requirements of 
the jab. A clear image of the school may also help effective principals 
in their role as Instructional leaders, allowing them to make management 
decisions that promote student learning (Blunberg & Greenfield). According
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to Klopf, Scheldon, & Brennan (1982) this vision motivates and generates 
productivity in others.
The vision allows principals to view themselves as leaders, with 
a willingness to take charge (Benjamin, 1981; Klopf et al., 1982): They 
adopt strategies for confronting and managing problems rather than avoiding 
or having to react to them later. Effective principals are not afraid 
to act (Blunberg a Greenfield, 1980; Manasse, 1982; Staven, 1982).
This demonstration of self-assurance is necessary to earn support 
(Klopf et al., 1982) and to be viewed as a genuine leader and inspirer 
of the total staff, both teachers and support personnel (Austin, 1979; 
LoPresti, 1982)• Staven (1982) noted that this self-assurance allows the 
principal to accept risks and to expect on occasion to be misunderstood. 
Power
A characteristic of principals who lead is that they behave in ways 
that enable them to be in charge of the job and not let the job be in 
charge of them. They are not pawns of the system (Blurrberg & Greenfield, 
1980; Shoemaker & Fraser, 1981) as they know and are sensitive to the 
use of power (Klopf et al., 1982; McCabe & Compton, 1974).
As effective principals are aware of the need to establish alliances 
to get things done and are strongly aware of the dynamics of power, they 
understand their boundary-spanning role, both within the school district 
and in the oannunity at large (Blunfcerg & Greenfield, 1980; Lipham, 1981; 
Manasse, 1982). They take care to establish a power base both inside 
and outside the school ("Why Do Some,1* 1980).
Lipham and Manasse (1982) noted that more effective principals tend 
also to be more powerful principals in the district heirarchy; they 
understand the inportance of decisions at the district level, and they
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effectively use information and informal oorrrnuni cation channels to 
influence those decisions. They use their knowledge of teacher and 
cGcnnunity views to decide how aggressively to push district initiatives 
(Little, 1982), and they use their political knowledge to mobilize the 
support of parents and community {California State Department of Education, 
1977a; Manasse; Olivero, 1980).
According to Blumberg and Greenfield (1960) effective educational 
leaders are secure and are not threatened by new ideas or confrontations 
with others. Their sense of themselves as people seems rather highly 
developed, allowing them to survive in confusing situations where rules 
are ill-defined. They can live with uncertainty.
Openness, security, and tolerance for ambiguity seem to make successful 
adninistrators unafraid of change when it is needed (Blunberg & Greenfield, 
1980). In fact, Klopf et al. (1982) wrote that effective principals 
perceive thanselves as agents of change, working for self and organizational 
renewal. In agreement, Henthom (1980) noted that the principal is an 
essential influence for change to occur. Effective principals exploit 
the resources of their position to initiate and manage change (Little,
1982).
Several studies related to the principal as change agent have been 
conducted. In surveying teachers, Mahan (1970) reported that sanple 
teachers ranked principals as the leading initiators of change in their 
school districts. The California Department of Education (1977b) found 
that leadership in managing (or not managing) change was a factor associated 
with student performance. Bentzen (1975) concluded that in high-change 
schools, principals act as monitors rather than as authoritarian leaders.
Huron Relations
According to studies involving surveys of ackninistrators and 
professional educators, the effective principal possessed skill in human 
relations (Haroldson, 1974; Hay, 1980; Teitelbaum & Lee, 1972; Vallina,
1978; Halters, 1979), relating to others as equals and as individuals 
(Klopf et al., 1982). Mazzatella (1982) wrote that leaders are people 
oriented.
Principal^ as leaders, are outgoing and successful in dealing with 
people and have good social and interpersonal skills. They develop open 
and honest relationships with a wide range of people of various age levels 
with different backgrounds and life experiences, and in a wide range of 
authority roles (Blumberg & Greenfield, 1980; Gorton & McIntyre, 1978;
Klopf et al., 1982). Perhaps this ability to work with different kinds 
of people, allowing them to understand people, motivate them, and to 
deal effectively with their problems, is the strongest asset of an effective 
principal. Effective principals, recognizing the unique styles and needs 
of teachers have enpathy for their associates (Austin, 1979; Goldhairmer, 
1971; Gorton & McIntyre, 1978; Gross * Herdott, 1965).
As well as being sociable and people oriented, leaders appear to have 
aptitudes and skills that help them in social situations. They are bom 
with verbal abilities and have picked up the skills needed to interact 
well with others; they know how to oonmunicate. Klopf et al. (1982) noted 
that not only are oral camunication skills isportant to a principal, but 
the ability to express ideas in writing is also essential.
The ability to listen is ocm m  to effective principals. They are 
sensitive to what is going on around than and are good at absorbing ideas. 
They listen well to parents, teachers, and pupils. After listening,
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effective principals follcw through so that others knew they care enough 
to do something, and then ocnnunicate bade to them (Blumberg 4 Greenfield, 
1980).
In sunmary, one quality that makes leaders different from followers 
and good leaders different from poor leaders Is the way they relate to 
people. Specifically, most effective principals enjoy social participation 
and do a lot of it, have an ability to ocnnunicate and well-developed 
communication skills, and are good listeners.
Instructional Leader
Principals need to recognize and understand the nature of their role 
as instructional leader. Benjamin (1981) observed that principals of 
effective schools understand educational programs inside and out: They 
are instructional leaders. Their first priority is instruction and its 
Improvement, and they ocnnunicate this with their staff. For their own 
growth as well as that of the teachers and students in their schools, 
principals need to internalize the specific characteristics of an 
effective instructional leader (LoPresti, 1983; Pinero, 1982).
Principals need to provide the instructional leadership that has 
been obscured by increases in administrative tasks which resulted 
from increases in school size and oonplexity. Effective school administration 
requires that administrative tasks be performed in support of instructional 
services. Effective principals insist on giving priority to instructional 
concerns, by, for example, concentrating time and effort on instructional 
matters and delegating as many non-instructional tasks as possible 
(Haroldson, 1974; Pinero, 1982; Vallina, 1978). According to Little 
(1982), effective principals leam and practice maneuvers that give them 
shortcuts through cumbersome bureaucratic procedures. This coincides with
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the observation of Cawelti (1980) that in many schools, only 10 to 20 
percent of the principal's time was given to instructional leadership.
Poxquer (1981) noted that the outstanding principals as instructional 
leaders make teaching fun and are enthusiastic about their jobs. They 
share their days with everyone, from kindergarten students to parents? 
they let people know they can bring problems to them, no matter how small 
they nay seem, and that they can dount on them for help; they search for 
new ideas to improve the school system, attending professional meetings 
to stay in touch with the latest methods and materials.
Manasse (1982) wrote that effective instructional leaders know the 
issues, identify the appropriate expertise and resources, provide necessary 
incentives, and orchestrate the processes for bringing resources to the 
staff and putting them to use. They are leaders.
To be effective instructional leaders, principals must strive for 
improvement In the learning environment; understand the learning needs 
of students; direct the Instructional program; recognize community 
resources; promote staff development; evaluate teachers, programs of 
instruction, and student achievement; and realize legal rights and 
responsibilities.
Learning environment. The principal as the school's instructional 
leader plays a role in establishing a climate in which effective instruction 
can take place. Effective principals provide a climate characterized 
by order, a sense of purpose, relative quiet, and pleasure in learning 
(Weber, 1971). Kunz and Hoy (1976) found that teachers appear to be more 
willing to accept professional leadership from principals high in Initiating 
order in the school environment.
Brookover and Lezotte (1979) reported that principals who excel are
no re likely to be disciplinarians. Effective principals clearly state 
what they expect from students and are kind and understanding, but firm 
when necessary (Forquer, 1981) • Knowledge and ability to put into practice 
effective classroom management techniques are essential for principals 
to provide an orderly atmosphere that enhances learning {Bosser, Dwyer, 
Rowan, & Lee, 1962; LoPresti, 1982} Stow & Manatt, 1982). It is their 
responsibility to establish an appropriate and accepted level of conduct, 
behavior, and discipline (Ballinger et al., 1983; Klopf et al., 1962} 
Shoemaker & Fraser, 1981). Moos (1979) and Edmonds (1979) found that 
effective schools are characterized by an orderly (but not rigid) 
atmosphere.
LoPresti (1982) noted that while discipline is essential, an 
instructional leader is, most of all, an effective and warm friend of the 
young people entrusted to the school— and, or perhaps especially, to those 
who would trouble schools and teachers the most. Forquer (1981), in 
agreement, wrote that principals should strive for an atmosphere of caring 
and closeness. It should be apparent that principals love children and 
are concerned about each child in school.
Several studies (Austin, 1979} Benjamin, 1981; Edmonds, 1979}
Gigliotti & Brookover, 1975; Guditus & Zirkel, 1980; Little, 1982;
Maryland State Department of Education, 1978} Pinero, 1982; Venezky & 
Winfield, 1979} Weber, 1971) reported that effective principals set high 
expectations for the behavior and achievement of students. Ihey also 
have high expectations of teachers (Austin; Benjamin; Maryland State 
Department of Education; Stow & Manatt, 1962) and communicate these 
expectations clearly and often (Brookover, 1978; Manasse, 1982; "Why 
Do Same," 1980). While holding a vision of excellence for students and
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teachers, Klopf et al. (1982) observed that effective principals accept 
the limitations of others.
Learning needs. Creating a program based on the assessed learning 
needs of the students requires that the principal be able to help the 
teaching staff become aware of different learning styles; identify the 
special strengths, needs, styles, abilities, and Interests of children; 
and diagnose the learning needs of students (Klopf et al., 1982). To 
acccnplish this, Roe and Drake (1980) and LoPresti (1982) noted that 
effective principals must be students of the teaching-learning process 
and have a thorough knowledge of students' growth and development patterns 
and a knowledge of learning theories and practices.
Instructional program. The development of a meaningful curriculum 
and an appropriate instructional program, within a total environment whose 
visual and multidimensional resources support the curriculum and instructional 
process, is another function of the school principal. According to Pinero 
(1982), this Involves four separate leadership functions: (a) knowledge
of curriculum and effective instruction, (b) supervision and evaluation 
of instruction, (c) curriculum coordination, and (d) monitoring student 
performance.
To be effective, the principal must be able to develop curriculum 
and instruction with the staff (Klcpf et al., 1982). To do this, the 
principal must be knowledgeable about instruction (Pinero, 1982) and 
subject matter to such a degree that he/she can assist or find others to 
assist teachers in organizing content for the most effective instruction 
(LoPresti, 1982). Little (1982) and Austin (1979) reported that specific 
demonstrations of knowledge about instruction and specific assistance or 
advice on matters of classroom practice are influential in altering
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teachers' practices.
According to Sweeney (1982), effective principals interrelate course 
content, sequences of objectives, and materials in all grades. They see 
that what goes on in the classroom has bearing on the overall goals and 
program of the school.
Many studies (Blumberg a Greenfield, 1980; Bossert et al., 1982; 
Brundage, 1980; Lipham, 1981) reported that effective principals possess 
knowledge in setting objectives and goals for curriculum development.
Using this knowledge, principals set instructional strategies that emphasize 
student achievement (Brookover & Lezotte, 1977; Edmonds, 1979; Stow &
Manatt, 1982; Weber, 1971; Wynne, 1981). After establishing clear goals 
and objectives for the school's instructional program, the principal 
presents them to students, faculty, and cannunity (Pinero, 1982).
Community resources. In order to incorporate the oonnunity's resources 
in the total learning environment of the school, the principal should be 
able to accurately identify the characteristics of the corrnunity; such as 
socioeconomic classes, cannunity power structure, cultural values, Interest 
groups, and pressure groups. This is possible by such means as developing 
surveys for assessing the oonnunity's education needs and expectations, 
conducting interviews of people representing all segments of the cannunity, 
and interpreting data collected through government agencies, research 
studies, and polls (Klopf et al., 1982).
Principals should have open communication with parents and the rest 
of the community (New York Office of Education, 1974; Vallina, 1978;
Walters, 1979). They promote community awareness and support for the 
school's program, achievements, and objectives, in relation to all children 
and their right to an appropriate education, by comunicating via meetings
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of comnunity groups, such as civic organizations, business and professional 
groups, and political action groups; contact with parents, including PTA 
meetings, parent workshops, and heme visits; and various media, such as 
letters and newsletters to parents, local newspapers, and other mass media 
(Klcpf et al., 1982).
Ihe principal recruits connunity people as volunteers and resources 
for the school and should work with the staff to develop these cannunity 
resources and to use them as an extension of the school learning environment, 
as well as to promote oamunity use of the school building and facilities 
(Klopf et al., 1982). The principal provides channels for involvement of 
the connunity in the operation of the school (Roe & Drake, 1980) •
Staff development. Meeting the learning needs of the staff through 
an ongoing staff development program requires a principal who is able to 
foster the oonoept that adults in a school cannunity are continuous 
learners. Principals should provide opportunities for the staff to develop 
understanding of the educational and social role of the school in a rapidly 
changing American society and the fundamental concepts of child, adolescent, 
and adult development (Klopf et al., 1982).
Several studies (Duke, 1982; Roe & Drake, 1980; Snyder, 1983; Sweeney,
1982) suggested that effective principals support teachers' attendance at 
professional meetings and workshops, and provide inservice that promotes 
irtproved teaching. Staff development may include visits to effective 
programs in one's own and other schools, attendance at institutes, visits 
to resource centers, as well as the professional meetings and workshops 
(Klcpf et al., 1982). Pinero (1982) recoimended that the principal should 
participate with teachers in inservice activities and, in addition, 
according to Klopf et al., should attend professional conferences and
camunicate learning to the staff.
The effective principal Is a resource In staff development. The 
principal effectively camunlcates about programs and materials in each 
major curriculum area appropriate to the needs of the school; demonstrates 
Instructional skills and strategies for Implementing curriculum in the 
classroom, in staff meetings, and in workshops; Identifies and provides 
consultants in areas of staff need; and helps staff develop and maintain 
resources such as a professional library (Klopf et al., 1982).
The principal provides constructive supervision by regularly observing 
teachers' performance (Klopf et al., 1982; Snyder, 1983). This requires 
an ability to objectively observe and provide constructive criticism and 
support to the teaching staff (LoPresti, 1982). After identifying those 
aspects of a teacher's performance needing development, the principal must 
be able to suggest alternative approaches to improvement (Klopf et al.) •
Forquer (1983) wrote that the principal should be generous with praise 
and meaningful criticism. Both formally and informally, the principal 
should support and extend mutual trust and regard for the faculty (Klcpf 
et al., 1982).
In staff development the principal should share with the staff data 
relevant to research and evaluation by evaluating current trends in terms 
of educational philosophy and research; and by securing and disseminating 
research studies that contribute to the understating of pupils, subject 
natter, motivation, planning, teaching, and learning environments (Klopf 
et al., 1982). Little (1982) reported that effective principals read and 
report on recent research and join teachers in studying, talking about, 
and planning for instructional iirporvements regarding research. Klopf 
et al. suggested that principals abstract research findings that have
29
relevance to specific instructional problems identified by teachers*
Little reported that effective principals award time to shared work 
between staff members on the preparation and improvement of instruction. 
Pinero reoonroended that they not only set expectations for oollegiality, 
but model the desired behavior by their own participation.
Evaluation* Effective principals are actively involved in evaluating 
teachers, student progress, and instructional programs. Stew and Manatt 
(1982) found that effective principals have skill in supervision and 
evaluation of programs and constantly monitor instruction to ensure that 
the functional classroom curriculum matches that which was planned.
According to Roe and Drake (1980) effective principals develop operable 
procedures to assess programs to identify and suggest alternatives for 
improving weak areas.
Several studies (Roe & Drake, 1980; Shoemaker & Fraser, 1981; Snyder,
1983) discussed the role of principals in staff evaluation. LoPresti (1982) 
noted that the principal needs to have an ability to evaluate staff 
according to data gathered in a responsible and reliable manner. Sweeney 
(1982) cemented that, after the evaluation, the principal must use 
sanctions advisedly in order to further school goals*
Effective principals, according to several reports (Bossert et al.,
1982; Bdhonds, 1979; Roe & Drake, 1980; Snyder, 1983; Stow a Manatt, 1982; 
Sweeney, 1982), frequently evaluate student progress. They monitor student 
achievement on a regular basis and set expectations for the entire school 
and check to make sure those expectations are being met. They know how 
well their students are performing as compared to students in other schools. 
They provide careful evaluation of progress via norm and criterion-referenced 
testing and regularly relay this information to teachers.
Legal rights and responsibilities. Effective principals have an 
understanding of legal rights and responsibilities required to expedite 
decisions (McCabe & Ccnpbon, 1974; LoPresti, 1982), According to Klopf 
et al. (1982) principals must interpret and enact the basic principles 
of school law and regulations (specific legal mandates, decisions of 
the courts, and regulations and decisions of the state) as they apply to 
the principals' responsibilities in such areas as pupil attendance, 
curriculum, personnel administration, plant operation, and safety.
Manager
Effective principals have the ability to manage. Walters (1979) 
wrote that they must manage time, school finances, and the school plant. 
Blunberg and Greenfield (1980) noted that principals must be resourceful 
in being able to structure their roles and the demands on their time in 
a manner that permits them to pursue objectives as principals.
Efficient management of the school plant and facilities and effective 
supervision of school personnel and services are requirements for 
principals. They must be able to work knowledgeably with district 
regulations, union contracts, and personnel policies and procedures; 
monitor transportation services for all children, including those with 
handicapping conditions; develop and implement a daily schedule for 
classes, students, and staff that provides for efficient and effective 
use of the physical space and facilities fay such means as supervising and 
coordinating the services of the school service staff, including the 
custodial staff, secretarial staff, lunchroom staff, school aides, and 
parent volunteers; inspect the physical plant and initiate and carry out 
procedures to improve, modify, and/or make repairs; work with staff to 
develop and implement a safety program for the school; effectively cope
31
with crises and emergencies; and mediate staff conflicts (Klopf et al.,
1982).
The principal must be a fiscal manager (Ellett, 1976; Walters, 1979) • 
The allocation of financial resources through both the efficient 
administration of fiscal operations and the continuing search for additional 
sources of revenue for program support requires that the principal - 
cooperate with central administration and consult with school staff in 
preparing a budget that is responsive to program, staff, and building 
needs. The principal must administer the fiscal operations of the school 
within established budgetary guidelines; maintain fiscal records and files 
and appropriate financial reports; order supplies, equipment, and materials; 
establish and maintain inventories and records on the equipment, supplies, 
and materials in the building; facilitate planning for the school that 
anticipates future building and equipment requirements; and involve parent 
and connunity groups in fund raising for the school (Klopf et al., 1982). 
Summary
The activities leading to effectiveness as a principal are varied 
and many. In order to be effective, principals must understand their role 
and the role of the school; recognize the power structure; possess 
human relations skills; be instructional leaders; and manage time, school 
plant, and finances.
A description of an effective principal is not of a real leader but 
oily of an imaginary one. The leader whose characteristics are set dcwn 
here is a pure "form." who in actuality does not exist. This principal 
is only a composite of characteristics and competencies related to 
effectiveness. No real flesh and blood counterpart exists. It provides 
an ideal for which to strive.
Sumary
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This chapter presented a review of literature and research related 
to principal evaluation. Ihree areas regarding principal evaluation were 
discussed: (a) current conceptions and practices of principal evaluation,
(b) conceptions of principal effectiveness, and (c) principal characteristics 
and conpetencies related to effectiveness.
CHAPTER 3 
Methods and Procedures
The methodology of a content analysis study, a description of the 
population, the instrument used, the hypotheses tested, and methods and 
procedures followed to collect and analyze the data are presented in this 
chapter.
Methodology
A review of the related literature was conducted using The Education 
Index, current Index to Journals in Education, Reader's Guide to Periodic 
Literature, Dissertation Abstracts International, and Resources in 
Education to identify related information. Also an ERIC ccnputer search 
was conducted. Conceptions of effectiveness, conceptions of evaluation, 
and characteristics of effective principals were identified in the review 
of literature.
Content analysis was used to ccrpare principal evaluation instruments 
in use in Tennessee public schools. Berelson (1952) defined content 
analysis as a research technique for the "objective, systematic, and 
quantitative description of the manifest content of ccmrunication" (p. 18). 
In this study, Tennessee principal evaluation instruments are the 
ccmrunication whose content is to be described.
In a content analysis study there is a progression in the design. 
First, a problem is stated. Next, hypotheses are developed based on the 
problem. From the hypotheses, general categories for analysis are 
developed. Then, specific indicators are determined for each category.
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The oamunication, which in this study is the evaluation instruments, is 
analyzed based on the indicators. The results obtained using the indicators 
are generalized and applied to the level of the categories. The results 
at this level are used to test the hypotheses under investigation. Thus, 
it is extremely important that the translations necessary at every stage 
of the design be adequately made: "The hypotheses should adequately
express the problem/ the categories adequately express the hypotheses, and 
the Indicators adequately express the categories" (Berelson, 1952, p.
164).
In this study, the problem was to compare the content of principal 
evaluation instruments in use in Tennessee public school systems in 1982- 
83 in terms of seven selected categories. After stating the problem, a 
pilot study was conducted which yielded information essential to proceeding 
with the study. From this Information 21 hypotheses were stated and 
seven categories and indicators for each category were formulated. An 
instrument containing the categories and indicators for each category 
was developed.
Population
All instruments used to evaluate Tennessee principals in the 
1982-1963 school year that utilized either a rating scale or checklist 
were analyzed in this study. Instruments not including either a rating 
scale or checklist were excluded. Of the 142 Tennessee public school 
systems, 121 used instruments appropriate for this study.
Instrumentation
To conduct this study, an instrument containing category indicators
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was constructed. Appendix A, Table A-l, includes the Indicator Instrument 
constructed to collect data used to cccrpare Tennessee principal evaluation 
instruments*
Construction of the Indicator Instrument
After stating the problem of the study and the hypotheses to be 
tested, 15 Tennessee principal evaluation instruments in use in the 1982- 
1983 school year were obtained< These were utilized in conducting a pilot 
study to determine the categories and category indicators relevant to 
performing a content analysis of the population of instruments.
Fran the pilot study of the sample Instruments, it was decided that 
all evaluation items on the instruments could be placed in one of seven 
categories. Also, indicators for each category were selected.
Following the formulation of categories and indicators in the pilot 
study, the hypotheses were re-examined and alterations were required.
This is carmen practice in content analysis studies (Berelson, 1952, 
p. 164).
Description of the Indicator Instrument
The Indicator Instrument was devised based upon the seven categories 
identified in the pilot study. The categories were as follows: personal 
qualities, professional skills and qualities, human relations skills and 
qualities, instructional leader skills and qualities, manager skills and 
qualities, decision-making skills, and teaching skills.
Category one, personal qualities, was canposed of Indicators 
identifying specific qualities not directly related to job performance. 
Thirteen indicators were selected to Identify references to personal 
qualities. The indicators for category one were as follows:
1. Has good health and energy.
2. Has a wholesome mental attitude.
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3. Is neat and appropriately dressed.
4. Uses a pleasing voice.
5. Uses correct English.
6. Has a wholesome sense of honor.
7. Is receptive to new ideas and suggestions.
8. Has broad cultural knowledge.
9. Is enthusiastic.
10. Can accept praise and criticism.
11. Is truthful and sincere.
12. Helps pupils recognize, develop, and live by moral and spiritual
values.
13. Understands and likes children.
Category two, professional skills and qualities, was oonposed of 
skills and qualities which are related to job performance in general, and 
not related to specific aspects of job performance. Twenty-seven indicators 
were selected to identify references to professional skills and qualities. 
The indicators for category two were as follows:
1. Has fitting professional training in area of supervision and 
adninistration.
2. Participates in professional organizations.
3. Is informed on current educational research.
4. Participates in inservice education, conferences, workshops, 
professional meetings, sunnier school, etc.
5. Cultivates broad interests.
6. Exhibits pride in profession.
7. Is loyal to the school system.
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8. Adheres to the ethical standards of the teaching profession.
9. Sees and accepts responsibility in relation to the total school 
program.
10. Is familiar with all functions under areas of supervision.
11. Has skill in organizing school activities.
12. Defines objectives before beginning a job.
13. Accorplishes goals and objectives.
14. Adheres to job targets.
15. Is coupe tent.
16. Is prompt/punctual.
17. Is accurate.
18. Is dependable.
19. Is conscientious.
20. Is self -motivating/proactive.
21. Is resourceful.
22. Accepts responsibilities in relation to requests made by the 
supervisory and administrative staff.
23. Keeps superiors and staff informed on significant matters.
24. Regularly seeks and offers leadership in improvements in all 
areas supervised.
25. Knows when to ask for advice and when to refer matters to higher 
authority.
26. Assigns duties and delegates authority and responsibility evenly.
27. Has the respect of those who work under him/her.
Category three, human relations skills and qualities, was conposed 
of skills and qualities directly related to specific aspects of job 
performance-relating to others. Ten indicators were selected to identify
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references to human relations skills and qualities. The Indicators for 
category three were as follows:
1. Shows tact and judgment In dealing with others.
2. Is accessible.
3.. Is willing to listen.
4. Is reasonable, fair, patient, and impartial.
5. Believes in the worth and dignity of the individual.
6. Maintains a balance between freedcm and control.
7. Is sensitive to the feelings and problems of others.
8. Is cooperative with co-workers.
9. Minimizes conflict between co-workers.
10* Has carmunication skills.
Category four, Instructional leader skills and qualities, was composed 
of skills and qualities related to a specific aspect of job performance—  
directing and lnproving the school's instructional program. Twenty-nine 
indicators were selected to identify references to instructional leader 
skills and qualities. Ihe indicators for category four were as follows:
1. Maintains a warm and friendly atmosphere.
2. Maintains discipline.
3. Shows concern for and develops rapport with students.
4. Is aware of pupils' learning needs.
5. Possesses knowledge of, and coordinates, curriculum and instruction.
6. Marks with teachers to organize and use materials and equipment 
effectively.
7. Develops program to meet imnediate and future connunity needs.
8. Establishes effective cannunications and rapport with connunity 
and staff.
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9. Possesses knowledge of teaching materials.
10. Uses comnunity feedback resourcefully,
11. Involves the parents from the school and connunity in all school 
programs possible.
12. Gains connunity support.
13. Promotes sense of school pride.
14. Participates in school-connunity activities.
15. Reflects positive image of buildings and grounds.
16. provides opportunities for professional staff development.
17. Encourages and permits others to develop fully and utilize their 
potential.
18. Provides for individual differences.
19. Builds morale and motivates others to higher performance.
20. Shares and explains new ideas/innovations.
21. Gives praise, constructive criticism, and suggestions.
22. Knows teachers1 strengths and weaknesses.
23. Evaluates learning activities.
24. Evaluates teacher performance.
25. Evaluates self.
26. Evaluates student performance.
27. Adheres to due process procedures in all natters relating to the 
rights, welfare, and personal safety of students and personnel.
28. Supports and ccnplies with policies, rules, and regulations of 
school system and state department of education.
29. Cooperates with state and local government agencies rendering 
student services.
Category five, manager skills and qualities, was composed of skills
and qualities related to a specific aspect of job performance— managing.
Thirteen indicators were selected to identify references to manager skills
and qualities. The indicators for category five were as follows:
1. Utilizes personnel appropriately.
2. Protects teachers and staff from non-professional tasks.
3. Assists in enploying personnel.
4. Directs professional and non-professional staff menfcers in the 
performance of their duties.
5. Demonstrates sound business practices in use of school finance.
6. Leads school office in economical use of materials and energy.
7. Plans for efficient operation and maintenance of school plant.
6. Emphasizes health and safety practices.
9. Practices and maintains good housekeeping.
10. Maintains adequate reports.
11. Reports needed equipment, facilities, supplies, curriculum, and 
personnel.
12. Makes effective use of resources.
13. Plans and uses time efficiently.
Category six, decision-making skills, was composed of skills related 
to a specific aspect of job performance— making decisions. Eight indicators 
were selected to identify references to decision-making skills, lhe 
indicators for category six were as follows:
1. Identifies problems.
2. Gathers and weighs all available facts before making decisions.
3. Attempts to involve people in decisions which affect them.
4. Uses logical thought processes to reach realistic conclusions.
5. Makes decisions without undue delay.
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6. Takes appropriate action.
7. Conducts follow-up.
8* Uses appropriate problem solving techniques.
Category seven, teaching skills, was composed of skills related to 
a specific aspect of job performance— teaching. Two indicators were 
selected to identify items related to teaching skills. The indicators 
were as follows:
1. Teaching performance.
2. Classroom management.
The Indicator Instrument had a total of 102 indicators. The number 
of indicators for specific categories ranged fran 2 to 29.
Hypotheses
The research hypotheses, presented in the null hypotheses format to 
facilitate statistical analysis, were as follows:
On Tennessee principal evaluation instruments, no significant 
relationship will exist between the following:
1. The percentage of references to personal qualities and the 
percentage of references to professional skills and qualities.
2. The percentage of references to personal qualities and the 
percentage of references to human relations skills and qualities.
3. The percentage of references to personal qualities and the 
percentage of references to instructional leader skills and qualities.
4. The percentage of references to personal qualities and the 
percentage of references to manager skills and qualities.
5. The percentage of references to personal qualities and the 
percentage of references to decision-making skills.
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6. The percentage of references to personal qualities and the 
percentage of references to teaching skills.
7. The percentage of references to professional skills and qualities 
and the percentage of references to human relations skills and qualities.
8* The percentage of references to professional skills and qualities 
and the percentage of references to instructional leader skills and 
qualities.
9. The percentage of references to professional skills and qualities 
and the percentage of references to manager skills and qualities.
10. The percentage of references to professional skills and qualities 
and the percentage of references to decision-making skills.
11. The percentage of references to professional skills and qualities 
and the percentage of references to teaching skills.
12. The percentage of references to human relations skills and 
qualities and the percentage of references to instructional leader skills 
and qualities.
13. The percentage of references to human relations skills and 
qualities and the percentage of references to manager skills and qualities.
14. The percentage of references to human relations skills and 
qualities and the percentage of references to decision-making skills.
15. The percentage of references to human relations skills and 
qualities and the percentage of references to teaching skills.
16. The percentage of references to instructional leader skills 
and qualities and the percentage of references to manager skills and 
qualities.
17. The percentage of references to instructional leader skills
and qualities and the percentage of references to decision-making skills.
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18. The percentage of references to Instructional leader skills and 
qualities and the percentage of references to teaching skills.
19. The percentage of references to manager skills and qualities 
and the percentage of references to decision-making skills.
20. The percentage of references to manager skills and qualities-
i
and the percentage of references to teaching skills.
21. The percentage of references to decision-making skills and 
the percentage of references to teaching skills.
Data Collection
The procedures in data collection were as follows:
1. The Indicator Instrument was developed based on Information 
gathered in the pilot stud/.
2. Copies of all 1982-1983 Tennessee principal evaluation instruments 
were obtained from the Tennessee Department of Education.
3. An Indicator Instrument was completed for each evaluation 
instrument. Each and every evaluation item was examined and tally marks 
were made in the appropriate indicator tally areas on the Indicator 
Instrument.
Data Analysis
The most frequently used forms of reporting content analysis results 
are raw numbers, percentages, proportions, and ratios. Correlational 
techniques are also used to measure the relationship between the parts of 
the content (Berelson, 1952, p. 184). Both techniques were used in this 
study.
The raw data in this study were in the form of frequency counts for
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each instrument's categories and category indicators. The cumulative 
frequency count of all instruments was presented for each category. Fran 
this, the percentage of references to each category was computed by 
totaling the frequency oount of references to all seven categories and 
then dividing that total into the number of references to each category 
(Number of references to a specific category » total number of references 
to all categories). For exanple, if the total frequency oount of 
references to all seven categories was 5,000, and one category had 50 
references to it, then 5,000 was divided into 50 [50 t 5000). The result,
.01 = 1%, was the percentage of references to that specific category.
This described the emphasis placed on each category by evaluation instruments 
when considered simultaneous ly.
For further analysis the percentage of references to categories by 
each instrument was necessary. The percentage of references was the 
percentage of the total references on a specific instrument which referred 
to one category. For example, suppose Hailey County's evaluation instrument 
contained a total of 100 references to indicators. If one category, 
personal qualities, had 10 references to it,. then the percentage of 
references to personal qualities by the Hailey County evaluation instrument 
was 10 (10%). This was computed for each category of each instrument and 
resulted in interval level data for each instrument.
The Pearson product-monent coefficient of correlation was used to 
analyze the data as the data for the variables (categories) of this study 
were interval level and continuous. According to Leedy (1974) this is 
the most cannon ly used coefficient and the most stable technique (p. 29).
The Pearson product-moment correlation coefficient (r) is defined as the 
measure or the index of the relationship between two variables.
In this study each category represented a variable. Therefore, there 
was a total of seven variables to be ocrrpared. The values that r can take 
range from +1.0 to -1.0 Inclusive. The plus or minus sign indicates the 
direction of the relationship or the direction of the slope of the 
scattergram of data points for the variables. A positive correlation 
coefficient indicates a tendency of low scores on one variable to be 
associated with lew scores on the second variable and high scores on the 
first variable to be associated with high scores on the second variable.
On the other hand, a minus or negative correlation indicates a tendency 
of low scores on one variable to be associated with high scores on the 
second variable and high scores on the first variable to be associated 
with low scores on the second variable (Hinkle, Wiersman, & Jurs, 1979, 
p. 47).
Data collected were keypunched at the conpuber Center at East 
Tennessee State University. The Statistical Analysis Package (SAS) 
was used to compute the Pearson product-moment coefficient of correlation 
in order to test the hypotheses.
Reliability
The reliability was limited to intra-observer reliability,:in 
which determination of the reliability of the data required two ratings 
of the same principal evaluation instruments (lewis & Beggs, 1975, p.
203) • In this study, the population of all principal evaluation instruments 
was coded using the Indicator Instxunent as the rating device. Then, the 
first 10 instruments that were coded were coded again using the same 
rating device.
According to Beggs and Lewis (1975), one way of determining
46
intra-observer reliability is to divide the number of agreements of two 
ratings by the nunber of potential agreements (p. 203). For example, 
suppose one evaluation instrument had 100 itans to be coded. From the 
two ratings of this instrument there could possibly be 100 agreements.
Suppose there were 90 agreements. The reliability would be determined by 
dividing the nunber of agreements, 90, by the nunber of potential agreements, 
100. This would yield a reliability of .90.
In this study the 10 instruments coded twice had a total of 271 
coding items. Therefore, the nunber of potential agreements wag 271. The 
number of agreements was 267. Dividing the nunber of agreements, 267, by 
the nunber of potential agreements, 271, provides the reliability, .985.
Sumrary
Chapter 3 presented the methods and procedures followed in conducting 
this study. Content analysis, as a technique of ccnparing the content of 
Tennessee principal evaluation instruments, was discussed. The population, 
the procedures employed in developing the Indicator Instrument, a description 
of the Instrument, as well, as the research hypotheses, the method of 
collecting and analyzing data, and the reliability were presented.
1
CHAPTER 4
Analysis of Data
An analysis of the data is presented in this chapter, The 
presentation is in three sections. The first section utilizes descriptive 
statistics to present the frequency and percentage of references to the 
seven categories. of evaluation items found on instruments used to 
evaluate Tennessee principals. The categories included are personal 
qualities, professional'skills and qualities, human relations skills 
and qualities, instructional leader skills and qualities, manager skills 
and qualities, decision-making skills, and teaching skills.
The seoond section utilizes descriptive statistics to present the 
distribution of references (by percentage) to each category. For each 
of the seven categories, the range, mean, median, and mode axe presented 
as well as a frequency distribution graph.
The Pearson product-moment correlation technique was used to 
analyze the relationship between the seven variables (categories) of 
this study. The third section presents the results of the anlaysis of 
the relationships between categories.
Frequency and Percentage of References to Categories
Frequency of references
Table 1 presents the cumulative nunber of references to each of the 
seven categories. The cumulative nunber of references by the 121 
evaluation instruments to category 1, personal qualities, was 511. The 
mean nunber of references was 4.22. With a minimum nunber of references
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of 0 and a maximum of 30, the range of references to personal qualities 
was 31. The standard deviation was 3.82.
Table 1
Descriptive Statistics Relative to the Number of References to Ranh of 
the Seven Categories of Evaluation Items Found on Instruments Used to 
Evaluate Tennessee Principals
Number of references
_____________________________  Standard
Category Total Mean Minimum Maximum deviation
Personal 511 4.22 0 30 3.82
Professional 1242 10.26 2 58 6.94
Human relations 479 3.95 0 27 3.35
Instructional
leader 461 3.80 0 51 5.62
Manager 316 2.62 0 19 2.79
Decision­
making 87 .71 0 7 1.16
Teaching 539 4.45 0 37 6.73
The cumulative number of references on the 121 evaluation instruments 
to category 2, professional skills and qualities, was 1242. The mean 
number of references was 10.26. With a minimum nunber of references of 
2 and a maximum of 58, the range of references to professional skills 
and qualities was 57. The standard deviation was 6.94.
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The emulative number of references by the 121 evaluation instruments 
to category 3, human relations skills and qualities, was 479. The mean 
number of references was 3.95. With a minimum nunber of references of 0 
and a maxinum of 27, the range of references to human relations skills 
and qualities was 28* The standard deviation was 3.35.
The cumulative number of references by the 121 evaluation instruments 
to category 4, instructional leader skills and qualities, was 461. The 
mean nunber of references was 3.60. With a minimum nunber of references 
of 0 and a maximum of 51, the range of references to instructional 
leader skills and qualities was 52. The standard deviation was 5.62.
The cumulative nunber of references by the 121 evaluation instruments 
to category 5, manager skills and qualities, was 318. The mean nunber of 
references was 2.62. With a minimum nunber of references of 0 and a 
maxinun of 19, the range of references was 20. The standard deviation 
was 2.79.
The cumulative nunber of references by the 121 evaluation instruments 
to category 6, decision-making skills, was 87. The mean nunber of 
references was .71. With a minimum nunber of references of 0 and a 
maximum of 7, the range of references to decision-making skills was 8.
The standard deviation was 1.16.
The cumulative nunber of references by the 121 evaluation instruments 
to category 7, teaching skills, was 539. The mean nunber of references 
was 4.45. With a minimum nunber of references of 0 and a maximum of 37, 
the range of references to teaching skills was 38. The standard deviation 
was 6.73.
Percentage of references
Table 2 presents the percentage of references to each of the seven
categories. The total of the percentage of references by the 121 
evaluation Instruments to category 1, personal qualities, was 1756. Hie 
mean percentage of references to personal qualities was 14.51. The 
standard deviation was 8.22.
Table 2
Descriptive Statistics Relative to the Percentage of References to 
Each of the Seven Categories of Evaluation Items Pound on Instruments 
Used to Evaluate Tennessee Principals
Category
Total
%
Mean
%
Standard
deviation
Personal 1756 14.51 8.22
Professional 4452 36.79 13.42
Human relations 1651 13.64 7.21
Instructional
leader 1392 11.50 10.39
Manager 1024 8.47 8.29
Decision­
making 307 2.54 8.98
Teaching 1514 12.51 13.56
The total of the percentage of references by the 121 evaluation 
instruments to category 2, professional skills and qualities, was 4452. 
The mean percentage of references to professional skills and qualities 
was 36.79. The standard deviation was 13.42.
The total of the percentage of references by the 121 evaluation
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to category 3, human relations skills and qualities, was 1651. The mean 
percentage of references to human relations skills and qualities was 
13.64. The standard deviation was 7.21.
The total of the percentage of references by the 121 evaluation 
instruments to category 4, instructional leader skills and qualities, was 
1392. The mean percentage of references to Instructional leader skills 
and qualities was 11.50. The standard deviation was 10.39.
The total of the percentage of references by the 121 evaluation 
instruments to category 5, nenager skills and qualities, was 1024. The 
mean percentage of references to manager skills and qualities was 8.47. 
The standard deviation was 8.29.
The total of the percentage of references by the 121 evaluation 
instruments to category 6, decision-making skills, was 307. The mean 
percentage of references to decision-making skills, was 2.54. The 
standard deviation was 8.98.
The total of the percentage of references by the 121 evaluation 
instruments to category 7, teaching skills, was 1514. The mean 
percentage of references to teaching skills was 12.51. The standard 
deviation was 13.56.
Distribution of References to' Each Category
Of the total number of references to categories, 14.5 percent 
referred to category 1, personal qualities. Figure 1 presents the 
distribution of references (by percentage) of all 121 evaluation 
instruments to personal qualities. The range of the percentage of 
references to category 1 was 40, the mean was 14.51, the median was 
14.28, and the mode was 21.
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Figure 1. Distribution of references for category one, personal qualities.
Of the total number of references to categories, 36.79 percent 
referred to category 2, professional skills and qualities. Figure 2 
presents the distribution of references (by percentage) of all 121 
evaluation instruments to professional skills and qualities. !Ihe range 
of the percentage of references to category 2 was 68.37, the mean was 
36.79, the median was 37.50, and the mode was 40.
Of the total nunber of references to categories, 13.64 percent 
referred to category 3, human relations skills and qualities. Figure 3
presents the distribution of references (by percentage) of all 121 
evaluation instruments to human relations skills and qualities. The 
range of the percentage of references to category 3 was 32.14/ the mean 
was 13.64/ the median was 14.28/ and 14 and 7 were the mode.
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Figure 2. Distribution of references for category two, professional 
skills and qualities.
Of the total number of references to categories/ 11.50 percent 
referred to category 4/ instructional leader skills and qualities. 
Figure 4 presents the distribution of references (by percentage) of
all 121 evaluation instruments to instructional leader skills and 
qualities. The range of the percentage of references to category 4 was 
57.5, the mean was 11,50, the median was 9.37, and the node was 0.
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Figure 3. Distribution of references for category three, human relations 
skills and qualities*
Of the total number of references to categories, 8.47 percent 
referred to category 5, nenager skills and qualities. Figure 5 presents 
the distribution of references (by percentage) of all 121 evaluation 
instruments to manager skills and qualities. The range of the percentage
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of references to category 5 was 48.71, the mean was 8.47, the median was
6.97, and the mode was 0*
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Figure 4. Distribution of references for category four, instructional 
leader skills and qualities.
Of the total nunber of references to categories, 2.54 percent 
referred to category 6, decision-making skills. Figure 6 presents the 
distribution of references (by percentage) of all 121 evaluation 
instruments to decision-making skills. The range of the percentage of
56
references to category 6 was 18.18, the mean was 2.54, the median was 0,
and the mode was 0.
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Figure 5. Distribution of references for category five, manager skills 
and qualities.
Of the total number of references to categories, 12.51 percent 
referred to category 7, teaching skills. Figure 7 presents the distribution 
of references (by percentage) of all 121 evaluation instruments to 
teaching skills. The range of the percentage of references to category 7
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was 62.16, the mean was 12.51, the median was 9.67, and the mode was 0.
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Figure 6. Distribution of references for category six, decision-making 
skills.
The nunber of references to each category by each evaluation instrument 
is presented in Appendix B, Table B-l, while the percentage of references 
to each category by each instrument is presented in Appendix C, Table 
0-1.
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Figure 7. Distribution of references for category seven, teaching 
skills,
Analysis of Relationships
The Pearson product-mcinent correlation coefficient technique was 
utilized to test the 21 hypotheses of this study as the .05 level of 
significance. This statistical procedure yielded a measure of the 
relationship between each set of categories.
lhe measure of relationship between two categories was based upon
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the relative position of the percentage of references to each category.
A positive relationship Indicated that Instruments with a high percentage 
of references to one category (based on relative position) also had a 
high percentage of references to the second category (based on relative 
position) • A negative relationship Indicated that Instruments with a 
high percentage of references to one category (based on relative position) 
had a low percentage of references to the second category (based on 
relative position).
1H: No significant relationship will exist between the percentage 
of references to personal qualities and the percentage of references to 
professional skills and qualities.
The correlation (Table 3) between the percentage of references to 
personal qualities and the percentage of references to professional 
skills and qualities was -.116. This value was not significant at the 
•05 level.
Table 3
Correlation Between the Categories of Personal Qualities and Professional 
Skills and Qualities on Instruments Used to Evaluate Tennessee Public 
School Principals
Means
_____________________ Correlation
Personal Professional coefficient P
14.51% 36.79% .116 .116
60
The null hypothesis could not be rejected, which indicated that no 
significant relationship existed between the variables of personal 
qualities and professional skills and qualities.
2H: No significant relationship will exist between the percentage 
of references to personal qualities and the percentage of references to 
human relations skills and qualities.
The correlation (Table 4) between the percentage of references to 
personal qualities and the percentage of references to hvxnan relations 
skills and qualities was .247. This was significant at the ,006 level. 
Table 4
Correlation Between the categories of Personal Qualities and Human 
Relations Skills and Qualities on Instruments Used to Evaluate Tennessee 
Public school Principals
Means
  Correlation
Personal Human Relations coefficient
14.51 13.64 .247 .006
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant positive correlation existed between the 
variables, personal qualities and human relations skills and qualities.
3Hi No significant relationship will exist between the percentage 
of references to personal qualities and the percentage of references to 
instructional leader skills and qualities.
The correlation (Table 5) between the percentage of references to
personal qualities and the percentage of references to instructional 
leader skills and qualities was -.395. This was significant at the 
.0001 level.
Table 5
Correlation Between the Categories of Personal Qualities and Instructional 
Leader Skills and Qualities on Instruments Used to Evaluate :Tennessee 
Public School Principals
Means
_ Correlation
Personal Instructional Leader coefficient P
14.51 11.50 -.395 .0001
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative correlation existed between the 
variables, personal qualities and instructional leader skills and qualities.
4H: No significant relationship will exist between the percentage 
of references to personal qualities and the percentage of references to 
manager skills and qualities.
The correlation (Table 6) between the percentage of references to 
personal qualities and the percentage of references to manager skills and 
qualities was -.263. This was significant at the .003 level.
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative correlation existed between the 
variables, personal qualities and manager skills and qualities.
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Table 6
Correlation Between the Categories of Personal Qualities and Manager
Skills and Qualities on Instruments Used to Evaluate Tennessee Public
School Principals
Means
_________________  Correlation
Personal Manager coefficient P
14.51 8.47 -.263 .003
5H: No significant relationship will exist between the percentage 
of references to personal qualities and the percentage of references to 
decision-making skills.
The correlation (Table 7) between the percentage of references to 
personal qualities and the percentage of references to decision-making 
skills was -.307* This was significant at the .0006 level.
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative correlation existed between the 
variables, personal qualities and decision-making skills.
6H: No significant relationship will exist between the percentage 
of references to personal qualities and the percentage of references to 
teaching skills.
The correlation (Table 8) between the percentage of references to 
personal qualities and the percentage of references to teaching skills 
was -.068. This was significant at the .454 level.
Based on the findings, the null hypothesis could not be rejected.
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This indicated that no significant correlation existed between the 
variables, personal qualities and teaching skills.
Table 7
Correlation Between the categories of Personal pualltles and Decision-’ 
making Skills on Instruments Used to Evaluate Tennessee Public School 
Principals
Means
_____________________ Correlation
Personal Decision-making coefficient P
14.51 2.54 -.307 .0006
Table 8
Correlation Between the Categories of Personal Qualities and Teaching 
Skills on Instruments Used to Evaluate Tennessee Public School Principals
Means
   Correlation
Personal Teaching coefficient P
14.51 12.51 -.068 .454
7H: No significant relationship will exist between the percentage 
of references to professional skills and qualities and the percentage of 
references to human relations skills and qualities.
The correlation (Table 9) between the percentage of references to
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professional skills and qualities and the percentage of references to 
human relations skills and qualities was -*013. This value was 
significant at the .886 level.
Table 9
Correlation Between the Categories of Professional Skills and Qualities 
and Human Relation Skills and Qualities on Instruments Used to Evaluate 
Tennessee Public School Principals
Means
   Correlation
Professional Human Relations coefficient P
36.79 13.64 -.013 .886
Based on the findings/ the null hypothesis could not be rejected. 
Oliis indicated that no significant correlation existed between the 
variables, professional skills and qualities and human relations skills 
and qualities.
8Hi No significant relationship will exist between the percentage 
of references to professional skills and qualities and the percentage of 
references to Instructional leader skills and qualities.
The correlation (Table 10) between the percentage of references to 
professional skills and qualities and the percentage of references to 
Instructional leader skills and qualities was -.344. This value was 
significant at the .0001 level.
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative correlation existed between the
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variables, professional skills and qualities and instructional leader
skills and qualities.
Table 10
Correlation Between the Categories of Professional Skills and Qualities 
and Instructional Leader Skills and Qualities on Instruments Used to 
Evaluate Tennessee Public School Principals
Means
___________ Correlation
Professional Instructional Leader coefficient P
36.79 11.50 -.344 .0001
9H: No significant relationship will exist between the percentage 
of references to professional leader skills and qualities and the 
percentage of references to manager skills and qualities.
The correlation (Table 11) between the percentage of references 
to professional skills and qualities and the percentage of references 
to manager skills and qualities was -.205. This value was significant
at the .023 level.
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative correlation existed between the 
variables, professional skills and qualities and manager skills and 
qualities.
10H; No significant relationship will exist between the percentage 
of references to professional skills and qualities and the percentage 
of references to decision-making skills.
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Table XI
Correlation Between the Categories of Professional Skills and Qualities
and Manager Skills and Qualities on Instruments Used to Evaluate
Tennessee Public School Principals
Means
______________________  Correlation
Professional Manager coefficient P
36.79 8.47 -.205 .023
The correlation (Table 12) between the percentage of references to 
professional skills and qualities and to decision-making skills was .352. 
This value was significant at the .0001 level.
Table 12
Correlation Between the Categories of Professional Skills and Qualities 
and Decision-making Skills on Instruments Used to Evaluate Tennessee 
Public School Principals
Means
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  Correlation
Professional Decision-making coefficient P
36.79 2.54 .352 .0001
Therefore, the null hypothesis was rejected. This indicated that a 
significant positive correlation existed between these variables.
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1IH: No significant relationship will exist between the percentage 
of references to professional skills and qualities and the percentage of 
references to teaching skills.
The correlation (Table 13) between the percentage of references to 
professional skills and qualities and the percentage of references to 
teaching skills was •*.625. This value was significant at the .0001 
level.
Table 13
Correlation Between the Categories of Professional Skills and Qualities 
and Teaching Skills on Instruments Used to Evaluate Tennessee Public 
School Principals
Means
_____________________ Correlation
Professional Teaching coefficient
36.79 12.51 -.625 .0001
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative correlation existed between the 
variables, professional skills and qualities and teaching skills.
12H: No significant relationship will exist between the percentage 
of references to human relations skills and qualities and the percentage 
of references to instructional leader skills and qualities.
The correlation (Table 14) between the percentage of references to 
human relations skills and qualities and the percentage of references to 
instructional leader skills and qualities was -.295. This value was
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significant at the .001 level.
Table 14
Correlation Between the Categories of Human Relations Skills and Qualities
and Instructional leader Skills and Qualities on Instruments Used to
Evaluate Tennessee Public School Principals
Means
_____________________  Correlation
Human Relations Instruction coefficient
13.64 11.50 -.295 .001
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative correlation existed between the 
variables, human relations skills and qualities and instructional leader 
skills and qualities.
13H: No significant relationship will exist between the percentage 
of references to human relations skills and qualities and the percentage 
of references to manager skills and qualities.
The correlation (Table 15) between the percentage of references to 
human relations skills and qualities and the percentage of references to 
manager skills and qualities was -.337. This value was significant at 
the .0002 level.
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative relationship existed between the 
variables, human relations skills and qualities and manager skills and 
qualities.
69
Table 15
Correlation Between the Categories of Human Relations Skills and
Qualities and Manager Skills and Qualities on Instruments Used to
Evaluate Tennessee Public School Principals
Means 
Human Relations Manager
Correlation
coefficient P
13.64 8.47 -.337 .0002
14H: No significant relationship will exist between the percentage 
of references to human relations skills and qualities and the percentage 
of references to decision-making skills.
The correlation (Table 16) between the percentage of references to 
human relations skills and qualities and the percentage of references to 
decision-making skills was -.113. This value was significant at the 
.2144 level.
Based on the findings, the null hypothesis could not be rejected.
This indicated that no significant correlation existed between the 
variables, human relations skills and qualities and decision-making skills.
15H: No significant relationship will exist between the percentage 
of references to human relations skills and qualities and the percentage 
of references to teaching skills.
The correlation (Table 17) between the percentage of references to 
human relations skills and qualities and the percentage of references 
to teaching skills was -.204. This value was significant at the
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.0244 level.
Table 16
Correlation Between the Categories of Human Relations Skills and 
Qualities and Decision-making Skills on' Instruments Used to Evaluate 
Tennessee Public School principals
Means
_____________________  Correlation
Hunan Relations Decision-making coefficient P
13.64 2.54 -.113 .2144
Table 17
Correlation Between the Categories of Hunan Relations Skills and
Public School Principals
Means
Human Relations Teaching
Correlation
coefficient P
13.64 12.51 -.204 .0244
Based on the findings, the null hypothesis was rejected, nils 
indicated that a significant negative correlation existed between the 
variables, human relations skills and qualities and teaching skills.
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16H: No significant relationship will exist between the percentage 
of references to instructional leader skills and qualities and the 
percentage of references to nanager skills and qualities.
The correlation (Table 18) between the percentage of references to 
instructional leader skills and qualities and the percentage of references 
to manager skills and qualities was .103. This value was significant at 
the .2589 level.
Table 18
Correlation Between the Categories of Instructional Leader Skills and 
Qualities and Manager Skills and Qualities on Instruments Used to 
Evaluate Tennessee Public School Principals
Means
Correlation
Instruction Manager coefficient P
11.50 8.47 .103 .2589
Based on the findings, the null hypothesis could not be rejected. 
This indicated that no significant correlation existed between the 
variables, instructional leader skills and qualities and manager skills 
and qualities.
17H: No significant relationship will exist between the percentage 
of references to instructional leader skills and qualities and the 
percentage of references to decision-making skills.
The correlation (Table 19) between the percentage of references to 
instructional leader skills and qualities and the percentage of references
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to decision-making skills was -.037. This value was significant at the 
.6867 level.
Table 19
Correlation Between the Categories of Instructional Leader Skills and 
Qualities and Peels Ion-making Skills on Instruments Used to Evaluate 
Tennessee Public School Principals
Means
Instruction Decision-making
Correlation
coefficient p
11.50 2.54 i • O u> .6867
Based on the findings, the null hypothesis could not be rejected.
This indicated that no significant correlation existed between the variables, 
instructional leader skills and qualities and decision-making skills.
18H: No significant relationship will exist between the percentage 
of references to instructional leader skills and qualities and the percentage 
of references to teaching skills.
The correlation (Table 20) between the percentage of references to 
instructional leader skills and qualities and the percentage of references 
to teaching skills was -.080. This value was significant at the .3803 
level.
Based on the findings, the null hypothesis could not be rejected.
This indicated that no significant correlation existed between the variables, 
instructional leader skills and qualities and teaching skills.
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Table 20
Correlation Between the Categories of Instructional Leader Skills and
Dualities and Teaching Skills on Instruments Used to Evaluate Tennessee
Public School Principals
Means
Instruction Teaching
Correlation
coefficient p
11.50 12.51
oCO0 *1 .3803
19H: No significant relationship will exist between the percentage 
of references to manager skills and qualities and the percentage of 
references to decision-making skills.
The correlation (Table 21} between the percentage of references to 
manager skills and qualities and the percentage of references to decision­
making skills was -.082. This value was significant at the .3679 level.
Based on the findings, the null hypothesis could not be rejected.
This Indicated that no significant correlation existed between the 
variables, manager skills and qualities and decision-making skills.
20H: NO significant relationship will exist between the percentage 
of references to manager skills and qualities and the percentage of 
references to teaching skills.
The correlation (Table 22) between the percentage of references to 
manager skills and qualities and the percentage of references to teaching 
skills was -.123. This value was significant at the .1775 level.
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Table 21
Correlation Between the categories of Manager Skills and Qualities and
Decision-making Skills on Instruments Used to Evaluate Tennessee Public
School Principals
Means
      Correlation
Manager Decision-making coefficient
8.47 2.54 -.082 .3679
Table 22
Correlation Between the Categories of Manager Skills and Qualities and 
Teaching Skills on Instruments Used to Evaluate Tennessee Public School 
Principals
Means
____________________   Correlation
Manager Teaching coefficient
8.47 12.51 -.123 .1775
Based on the findings, the null hypothesis could not be rejected.
This indicated that no significant correlation existed between the variables, 
manager skills and qualities and teaching skills.
21H: Mo significant relationship will exist between the percentage 
of references to decision-making skills and the percentage of references
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to teaching skills.
The correlation (Table 23) between the percentage of references to
decision-making skills and the percentage of references to teaching skills
was -.316. This value was significant at the .0004 level.
Table 23
Correlation Between the Categories of Decision-making Skills and 
Teaching Skills on Instruments Used to Evaluate Tennessee Public 
School Principals
Means
Decision-making Teaching
Correlation
coefficient P
2.54 12.51 -.316 .0004
Based on the findings, the null hypothesis was rejected. This 
indicated that a significant negative correlation existed between the 
variables, decision-making skills and teaching skills.
Sum m ary
On instruments used to evaluate Tennessee public school principals 
in the school year 1982-1983, a significant positive correlation existed 
between the percentage of references to the following variables:
1. Personal qualities and human relations skills and qualities.
2. Professional skills and qualities and decision-making skills.
A significant negative correlation existed between the percentage
of references to the following variables:
1. Personal qualities and instructional leader skills and qualities.
2. Personal qualities and rionager skills and qualities.
3. Personal qualities and decision-making skills.
4. Professional skills and qualities and instructional leader 
skills and qualities.
5. Professional skills and qualities and manager skills and qualities.
6. Human relations skills and qualities and instructional leader 
skills and qualities.
7. Professional skills and qualities and teaching skills.
8. Human relations skills and qualities and manager skills and 
qualities.
9. Human relations skills and qualities and teaching skills.
10. Decision-making skills and teaching skills.
No significant correlation existed between the percentage of references 
to the following variables:
1. Personal qualities and professional skills and qualities.
2. Personal qualities and teaching skills.
3. Professional skills and qualities and human relations skills and 
qualities.
4. Hunan relations skills and qualities and decision-making skills.
5. Instructional leader skills and qualities and manager skills and 
qualities.
6. Instructional leader skills and qualities and decision-making 
skills.
7. Instructional leader skills and qualities and teaching skills.
B. Manager skills and qualities and decision-making skills.
9. Manager skills and qualities and teaching skills.
CHAPTER 5
Sunmaxy, Findings, conclusions, and Recarmendations
Summary
Problem
The problem of the study was to caipare the content of principal 
evaluation instruments in use in Tennessee public school systems in terms 
of seven selected categories. The selected categories compared were
(a) personal qualities, (b) professional skills and qualities, (c) human 
relations skills and qualities, (d) instructional leader skills and 
qualities, (e) manager skills and qualities, (f) decision-making skills, 
and (g) teaching skills.
Procedures
All Tennessee principal evaluation instruments utilizing a rating 
scale or checklist that were in use in the 1982-1903 school year were 
selected for this study. Of all instruments used in Tennessee, 121 
utilized either a rating scale or checklist, and thus the content of 
121 principal evaluation instruments was analyzed for reference to the 
seven selected categories: (a) personal qualities, (b) professional skills 
and qualities, (c) human relations skills and qualities, (d) instructional 
leader skills and qualities, (e) manager skills and qualities,
(f) decision-making skills, and (g) teaching skills.
The content analysis provided the number of references to each 
category by each evaluation instrument. Using this raw data, the percentage 
of references to each category by each instrument was determined. The 
percentage was used in performing the Pearson product-mcment coefficient
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of correlation technique to determine what relationships/ if any, existed 
between the references to the categories. The data was analyzed and 
correlations computed between categories using the Statistical Analysis 
Package (SAS).
TWenty-one null hypotheses were formulated and tested. The .OS 
level of significance was established for this study. Correlations were 
examined between the percentage of references to the following variables 
(categories): (a) personal qualities and professional skills and qualities,
(b) personal qualities and human relations skills and qualities, (c) personal 
qualities and instructional leader skills and qualities, (d) personal 
qualities and manager skills and qualities, (e) personal qualities and 
decision-making skills, (f) personal qualities and teaching skills,
(g) professional skills and qualities and human relations skills and 
qualities, (h) professional skills and qualities and instructional leader 
skills and qualities, (i) professional skills and qualities and manager 
skills and qualities, (j) professional skills and qualities and 
decision-making skills, (k) professional skills and qualities and 
teaching skills, (1) human relations skills and qualities and instructional 
leader skills and qualities, (m) human relations skills and qualities 
and manager skills and qualities, (n) human relations skills and qualities 
and decision-making skills, (o) human relations skills and qualities and 
teaching skills, (p) instructional leader skills and qualities and 
manager skills and qualities, (q) instructional leader skills and qualities 
and decision-making skills, (r) instructional leader skills and qualities 
and teaching skills, (s) manager skills and qualities and decision-making 
skills (t) manager skills and qualities and teaching skills, and 
(u) decision-making skills and teaching skills.
Findings
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Findings significant to the researcher conducting this study were 
as follows:
1* The nunfcer of evaluation items on principal evaluation instruments 
varied widely. One instrument had as few as 4 evaluation items while 
another had 214.
2. The proportion of references to the seven categories varied 
widely. Of all items on the evaluation instruments, 14% referred to 
personal qualities, 37% referred to professional skills and qualities,
14% referred to human relations skills and qualities, 12% referred to 
instructional leader skills and qualities, 8% referred to manager skills 
and qualities, 3% referred to decision-making skills, and 13% referred to 
teaching skills.
3. Most of the relationships between categories tested were either 
negative ,or not significant. This indicated that perceptions of qualities 
and skills by which principals should be evaluated varied from system to 
system. Of the 21 ocmbinations tested, 12 were significant, while 9 were 
not significant. There was either no relationship or a negative relationship 
in the percentage of references to categories in 19 of the 21 canparisons.
The only significant positive relationships were between personal qualities 
and human relations skills and qualities and between professional skills
and qualities and decision-making skills.
4. The mode percentage of references to four of the seven categories 
was zero. This indicated that most Tennessee public school systems have 
not developed principal evaluation instruments with items evaluating 
instructional leader skills and qualities, manager skills and qualities,
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decisionmaking skills, or teaching skills.
5. The enphasis on evaluation competencies varied fran instrument to 
instrunent. While one instrument had 40% of its items evaluating personal 
qualities, eight instruments had no items evaluating these qualities.
While one instrunent had 73% of its items evaluating professional skills 
and qualities, one instrument had only 4% of its items evaluating this 
area. While one instrument had 32% of its items evaluating human relations 
skills and qualities, eight instruments had no items evaluating this area. 
While one instrument had 58% of its items evaluating instructional leader 
skills and qualities, 22 instruments had no items evaluating this area, 
while one instrument had 49% of its items evaluating manager skills and 
qualities, 25 instruments had no items evaluating this area. While two 
Instruments had 18% of their items evaluating decision-making skills,
69 instruments had no items evaluating this area. While one instrument 
had 62% of its items evaluating teaching skills, 36 Instruments had no 
items evaluating this area.
6. Of the 142 public school systems operated in Tennessee, 121 
utilized a principal evaluation Instrument consisting of either a rating 
scale or checklist. Twenty-one systems either had no instrument on 
file with the Tennessee Department of Education or had instruments
not consisting of either a rating scale or checklist.
Conclusions
Based upon-the findings'significant to the researcher of this study, 
the following conclusions were formulated:
1. Using the current principal evaluation evaluation instruments in 
Tennessee, a comparison of evaluations of principals from different school
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systems is not possible as the number of items by which principals are 
evaluated is so varied.
2. The proportion of references to the seven categories of principal 
skills and qualities was not relative to the proportion of time principals 
spend performing tasks requiring the skills and qualities. Therefore, it 
appears that the Relative importance of principal job tasks was not 
considered when local school systems developed principal evaluation 
instruments.
3. While the Tennessee Department of Education has collected and 
filed principal evaluation instruments used by each local school system, 
the Department has not monitored the content of the instruments to 
determine consistency of content between instruments developed by the 
local systems.
4. The majority of local school systems, when developing principal 
evaluation Instruments, did not include items to evaluate the principal's 
performance in roles that research studies suggest are important roles
9
for school principals: instructional leader, manager, and decision maker.
5. The competencies by which principals are evaluated differs 
between systems utilizing instruments consisting of either a rating scale 
or checklist and systems utilizing instnments not consisting of either
a rating scale or checklist.
Reccnroendations
Based upon the researcher's conclusions to the findings of this 
study, the following recommendations are made:
1. Tennessee public school systems should revise principal evaluation 
instruments to be more consistent in the number of items by which principals
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are evaluated.
2. Tennessee public school systems should revise principal evaluation 
Instruments so that the emphasis of the Instruments, Indicated by the 
number of items referring to specific skills or qualities, is relative to 
the tasks performed by the school principal.
3* Tennessee public school systems should revise principal evaluation 
instruments so that the content (skills and qualities evaluated) is 
more consistent between instruments developed by various systems.
4. Tennessee principal evaluation instruments should be revised to 
include items evaluating the principal as instructional leader.
5. Principal evaluation instruments used in Tennessee should be 
revised to include items evaluating the principal as manager.
6. Principal evaluation instruments used in Tennessee should be 
revised to Include items evaluating the principal as decision maker.
7. The competencies of effective principals suggested by research 
studies should be considered when local school systems develop principal 
evaluation instruments.
8. The Tennessee Department of Education or its designated agency 
should examine the content of the principal evaluation instruments of 
the 21 local school systems not having on file an instrument consisting 
of a rating scale or checklist.
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APPENDIX A 
INDICATOR INSTRUMENT
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INDICATOR INSTRUMENT
: Total
Reference Number of
Indicator Tally References
Category One tPersonaL Qiial1tlea>
1. has good health and energy........
2. has a wholesome mental attitude...
3. is neat and appropriately dressed.
4. uses a pleasing voice..........
5. uses correct English...........
6. has a wholesome sense of humor....
7. is receptive to new ideas and 
suggestions...................
8. has broad cultural knowledge....
9. is enthusiastic................
10. can accept praise and criticism...
11. is truthful and sincere.........
12. helps pupils reoognize, develop 
and live by moral and spiritual 
values.......................
13. understands and likes children....
Category Two {Professional Skills)
14. has fitting professional training 
in area of supervision and 
administration.
15. participates in professional 
organizations.................
16. is informed on current educational 
research...................... a
17. participates in inservice educa­
tion, conferences, workshops, pro- 
fessional meetings, sunnier school, 
etc.......................... ,
18. cultivates broad interests.......'
19. exhibits pride in profession ’
20. is loyal to the school system ’
21. adheres to the ethical standards 
of the teaching profession......._
22. sees and accepts responsibility in' 
relation to the total school pro­
gram..........................,
23. is familiar with all functions un-' 
der areas of supervision........ _
24. has skill in organizing school 
activities........................
25. defines objectives before begin­
ning a job.................... _
26. accoiplishes goals and objectives.^
27. adheres to job targets......... "
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Total
Reference Number of
Indicator Tally References
28. is oarpebent..................
29. is prompt/punctual.............
30. is accurate...................
31. is dependable.................
32. is conscientious...............
33. is self-motivating/proactive.,....
34. is resourceful................
35. accepts responsibilities in rela­
tion to requests made by the su­
pervisory and administrative 
staff........................
36. keeps superiors and staff informed 
on significant matters......... 1
37. regularly seeks and offers leader­
ship in improvements in all areas 
supervised....................
38. knows when to ask for advice and 
when to refer matters to higher 
authority.....................
39. assigns duties and delegates au­
thority and responsibility evenly.
40. has the respect of those who work 
under him/her.................
Category Ihree (Human Relations )
41. shows tact and judgment in deal-1 
ing with others................
42. is accessible.................
43. is willing to listen...........
44. is reasonable, fair, patient, and 
impartial... .
45. believes in the worth and dignity 
of the individual.................
46. maintains a balance between free­
dom and control................
47. is sensitive to the feelings and 
problems of others.............
48. is cooperative with co-workers....
49. minimises conflict between co­
workers......................
50. has ccnmunication skills........
Category Pour (instructional Leader) 
51. maintains a warm and friendly at­
mosphere................ .....
53. shows concern for and develops 
rapport with students..........
54. is aware of pupils* learning needs
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Total
Reference Number of
Indicator Tally References
55. possesses knowledge of, and 
coordinates, curriculum and 
Instruction.... *............
•
56. works with teachers to organize 
and use materials and equipment 
effectively......... ...... ..
57. develops program to meet irrmedi- 
ate and future carmunity needs...
58. establishes effective ccnmmlca­
tions and rapport with ocmnunity 
and staff......... ...........
59. possesses knowledge of teaching 
materials....................
60. uses ootmmnity feedback resource- 
fully............. ...........
61. involves the parents from the 
school and ocmnunity in all 
school programs possible.......
62. gains community support... .
63. promotes sense of school pride...
64. participates in school-ccmnunity 
activities...................
65. reflects positive image of build­
ings and ground...............
66. provides opportunities for pro­
fessional staff development....
67. encourages and permits others to 
develop fully and utilize their 
potential....................
68. provides for individual differ­
ences.......................
69. builds morale and motivates 
others to higher performance....*
70. shares and explains new ideas/ 
innovations............. *....
71. gives praise, constructive crit- 
icisn, and suggestions........
72. knows teachers' strengths and 
weaknesses............ ......
73. evaluates learning activities....
74. evaluates teacher performance....
75. evaluates self...............
'
76. evaluates student performance....
77. adheres to due process procedures 
in all matters relating to the 
rights, welfare, and personal 
safety of students and personnel.
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Total
Reference Number of
Indicator Tally References
78* supports and ccnplies with poli­
cies, rules and regulations of 
school system and state depart­
ment of education..............
79. cooperates with state and local 
govemnent agencies rendering stu­
dent service...... ............
Category Five ftdanaqcr \
80. utilizes personnel appropriately..
81. protects teachers and staff frcm 
non-professional tasks..........
82. assists in enploying personnel....
83. directs professional and non­
professional staff members in the 
performance of their duties.....
84. demonstrates sound business prac­
tices in use of school finance....
85. leads school office in economical 
use of materials and energy.....
86. plans for efficient operation and 
maintenance of school plant.....
87. emphasizes health and safety 
practices.....................
88. practices and maintains tpod 
housekeeping..................
89. maintains adequate reports......
90. reports needed equipment, facili­
ties, supplies, curriculum, and 
personnel.................... .
91. makes effective use of resources..
92. plans and uses time efficiently...
Category Six (Decision-making Skills)
93. identifies problem?...............
94. gathers and weighs all available 
facts before making decisions .
95. attempts to involve people in de- " 
cisions which affect them....... _
96. uses logical thought processes to 
reach realistic conclusions .
97. makes decisions without undue de­
lay......................... .
98. takes appropriate action........
99. conducts follow-up.............
100. uses appropriate problem solving 
techniques»••»•»••»•«»•»«•••••.••*_
Category Seven (Teaching Skills)
101. teaching performance...........
102. classroom management........... "
APPENDIX B 
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Table B-l
Frequency of References to Categories
Category®
System Name 1 2 3 4 5 6 7 Total
Anderson 2 10 1 9 5 3 0 30
Clinton 3 10 0 10 1 0 8 32
Qak Ri dge 8 22 11 34 2 0 20 97
Bedford 5 6 5 6 0 0 3 25
Benton 5 8 3 2 2 0 0 20
Bledsoe 7 22 6 6 2 0 3 46
Blount 10 21 6 4 6 0 3 50
Alooa 2 9 1 6 3 3 0 24
Maryville 0 8 1 4 0 2 0 15
Bradley 5 21 5 8 2 1 4 46
Cleveland 5 6 2 2 0 0 0 15
Cairpbell 1 13 0 2 0 4 2 22
Cannon 1 11 0 1 3 0 1 17
Hollow Rock- 
Bruceton 4 7 2 6 3 0
21 43
Huntington 8 8 2 2 4 0 2 26
McKenzie 6 17 3 6 5 2 0 39
South Carroll 8 9 6 7 4 0 6 40
West Carroll 6 9 5 4 2 0 1 27
Carter 2 12 1 8 1 0 3 22
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Category®
System Name 1 2 3 4 5 6 7 iota:
Elizabeth ton 2 10 1 2 3 2 0 20
Chester 3 8 3 1 0 1 4 20
Clay 3 7 5 0 3 0 4 22
Cocke 2 6 1 1 2 0 3 15
Newport 2 4 3 9 1 0 13 32
Coffee 2 10 1 7 1 2 14 37
Manchester 8 14 6 6 4 0 5 43
TUllahqma 5 9 4 0 1 1 1 21
Alamo 7 10 6 4 3 1 2 33
Cuirberland 2 14 4 1 1 1 0 23
Decatur 4 8 3 1 0 1 2 19
DeKalb 1 3 3 5 0 0 0 12
Dickson 4 5 3 2 4 0 5 23
Dyer 1 10 2 4 3 1 2 23
Fayette 3 12 3 3 5 2 0 28
Fentress 6 10 3 3 5 1 0 28
York Institute 4 20 7 2 3 1 4 41
Franklin 5 8 4 1 1 1 1 21
Humboldt 1 2 0 1 1 0 3 8
Milan 3 4 4 2 1 1 3 18
Trenton 4 3 0 0 2 0 9 18
Giles 4 9 4 3 2 2 9 33
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Category3
System Name 1 2 3 4 5 6 7 Ibta
Greene 0 11 8 9 1 2 0 26
Greenevllle 3 7 3 0 0 0 0 14
Grundy 4 7 6 4 1 0 26 49
Hamblen 1 3 3 5 0 0 0 12
Morristown 8 9 5 7 1 0 6 36
Hamilton 3 9 4 1 2 0 1 20
Chattanooga 1 2 1 0 0 0 0 4
Hancock 3 6 6 3 4 0 2 24
Hardeman 6 10 4 2 3 1 0 26
Hardin 4 12 5 2 2 1 3 29
Hawkins 3 6 6 4 3 0 1 23
Rogersville 0 5 1 0 1 0 0 7
Haywood 8 7 6 0 4 0 12 38
Henderson 8 8 7 7 4 0 6 40
Hickman 5 9 4 4 6 0 3 31
Houston 4 9 4 0 1 1 1 20
Humphreys 13 10 7 5 6 1 5 47
Jackson 4 10 4 0 1 1 1 21
Jefferson 1 10 0 8 19 1 0 39
Johnson 1 7 2 2 0 2 0 14
Knox 1 2 1 0 0 0 0 4
Knoxville 8 11 6 8 4 0 0 37
Category3
S y s te m  N am e 1  2  3 4 5  6  7  T o t a l
Lake 3 8 4 0 0 1 2 18
Lauderdale 2 3 1 2 3 1 2 14
Lawrence 5 12. 4 4 1 5 37
Lewis 4 11 1 0 1 1 1 19 »
Lincoln 3 15 4 3 1 1 2 29
Fayetteville 0 11 7 6 3 0 3 30
Loudon 1 4 4 6 6 0 2 23
Lenoir City 3 6 5 3 0 6 29
McMinn 1 4 1 1 0 0 0 7
Etowah 30 58 27 51 9 2 37 214
Macon 1 11 2 4 1 1 0 20
Madison 7 11 5 9 0 0 4 36
Jackson 0 5 0 4 8 0 0 17
Marion 5 6 2 3 1 0 7 24
Marshall 2 11 4 1 4 0 0 22
Maury 5 13 3 3 3 1 0 28
Meigs 2 2 1 0 0 0 0 ;s
Monroe 8 10 5 4 1 0 1 29
Montgomery 5 19 1 4 1 1 0 31
Moore 0 5 0 7 0 0 0 12
Morgan 8 13 6 4 1 0 0 32 *
Obion 6 14 5 2 1 0 3 31
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Category3
System Name 1 2 3 4 5 6 7 iota
Union City 7 17 6 3 6 3 0 42
Overton 1 9 3 2 2 1 2 20
Perry 5 9 7 9 3 0 1 34
Pickett 4 9 9 1 2 3 0 28
Pplk 6 13 5 6 1 1 6 38
Putnam 1 9 4 0 0 1 0 16
Rhea 7 20 7 3 5 0 4 46
Dayton 7 20 6 8 5 0 4 45
Roane e 13 2 5 9 1 12 56
Harriman 8 8 4 3 3 1 5 32
Rutherford i 34 12 11 7 7 0 72
Murfreesboro 4 2 1 3 1 0 2 13
Scott 10 10 5 6 4 0 2 37
Oneida 6 9 4 1 2 0 1 23
Sequatchie 6 7 5 4 4 0 3 29
Sevier 2 13 6 2 3 0 2 28
Shelby 0 15 1 7 12 1 0 36
Memphis 2 18 5 0 2 6 0 33
smith 3 15 5 1 2 2 0 28
Stewart 4 4 2 4 0 1 3 18
Bristol 3 4 3 3 0 0 1 14
Kingsport 1 4 3 1 0 0 1 10
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System Name
Category4
1 2 3 4 . 5 6 7 Total
Tipton 2 5 2 1 2 0 3 15
Covington 5 19 6 8 0 0 16 54
Trousdale 4 4 2 5 1 0 21 37
Unicoi 6 13 3 4 8 1 15 50
Union 20 27 14 5 6 2 16 90
Van Buren 3 7 2 0 0 0 0 12
Warren 7 2 9 4 3 0 21 44
Johnson City 1 5 3 1 1 0 5 16
Wayne 2 10 4 1 0 0 2 19
White 3 B 0 0 0 0 0 11
Williamson 0 7 1 23 9 0 0 40
Franklin 5 11 4 8 1 0 10 39
Wilson 2 8 1 3 3 1 1 19
Lebanon 4 18 5 4 3 1 24 59
aCategory 1 refers to personal qualities, category 2 refers to 
professional skills and qualities, category 3 refers to human relations 
skills and qualities, category 4 refers to instructional leader skills 
and qualities, category 5 refers to manager skills and qualities, 
category 6 refers to decision-making skills, and category 7 refers 
to teaching skills.
APPENDIX C 
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Table C-l
Percentage of references to categories
Category8
System Name 1 2 3 4 5 6 7
Anderson 3,33 40.00 3.33 23.33 16.66 13.33 0.00
Clinton 6.45 35.48 3.22 22.58 3.22 0.00 29.03
Oak Ridge 7.21 18.55 14.43 22.68 4.12 0.00 32.98
Bedford 20.00 24.00 20.00 8.00 0.00 0.00 28.00
Benton 25.00 40.00 15.00 0.00 10.00 0.00 10.00
Bledsoe 15.21 47.82 13.04 13.04 4.34 0.00 6.52
Blount 20.00 42.00 12.00 4.00 12.00 0.00 10.00
Alcoa 8.33 37.50 4.16 25.00 12.50 12.50 0.00
Maryville 0.00 53.33 6.66 26.66 0.00 13.33 0.00
Bradley 10.86 45.65 10.86 17.39 4.34 2.17 8.69
Cleveland 33.33 40.00 13.33 13.33 0.00 0.00 0.00
Canpbell 4.54 59.09 0.00 9.09 0.00 18.18 9.09
Cannon 5.88 64.70 0.00 5.88 17.64 0.00 5.88
Hollow Rock- 
Bruceton
9.30 16.27 4.65 13.95 6.97 0.00 48.83
Huntington 30.76 30.76 7.69 7.69 15.38 0.00 7.69
McKenzie 15.38 43.57 6.58 15.37 12.72 5.12 0.00
South Carroll 20.00 22.50 15.00 17.50 10.00 0.00 15.00
West Carroll 22.22 33.33 18.51 14.81 7.40 0.00 3.70
Carter 9.09 54.54 4.54 13.63 4.54 0.00 13.63
107
Category4
System Name 1 2 3 4 5 6 7
Elizabethton 10.00 50.00 5.00 10.00 15.00 10.00 0.00
Chester 15.00 40.00 15.00 5.00 0.00 5.00 20.00
Clay 13.63 31.81 22.72 0.00 13.63 0.00 18.18
Oocke 13.33 40.00 6.66 6.66 13.33 0.00 20.00
Newport 6.25 12.50 9.37 28.12 3.12 0.00 40.62
Coffee 5.40 27.02 2.70 18.91 2.70 5.40 37.83
Manchester 16.60 32.55 13.95 13.95 9.30 0.00 11.62
Tullahoma 23.80 42.85 19.04 0.00 4.76 4.76 4.76
Alamo 21.21 30.30 13.13 12.12 9.09 3.03 6.06
Cumberland 8.69 60.86 17.39 4.34 4.34 4.34 0.00
Decatur 21.05 42.10 15.78 5.26 0.00 5.26 10.52
DeKalb 8.33 25.00 25.00 41.66 0.00 0.00 0.00
Dickson 17.39 21.73 13.04 8.69 17.39 0.00 21.73
Dyer 4.34 43.47 8.69 17.39 13.04 4.34 8.69
Fayette 10.71 42.85 10.71 10.71 17.85 7.14 0.00
Fentress 21.42 35.71 10.71 10.71 17.85 3.57 0.00
York Institute 9.75 48.76 17.07 4.87 7.31 2.43 9.75
Franklin 23.80 38.09 19.04 4.76 4.76 4.76 4.76
Humboldt 12.50 25.00 0.00 12.50 12.50 0.00 37.50
Milan 16.66 22.22 22.22 11.11 5.55 5.55 16.66
Trenton 22.22 16.66 0.00 0.00 11.11 0.00 50.00
Giles 12.12 27.27 12.12 9.09 6.06 6.06 27.27
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System Name 1 2 3 4 5 6 7
Greene 0.00 42.30 11.53 34.61 2.84 7.69 0.00
Greensville 21.42 50.00 28.57 0.00 0.00 0.00 0.00
Grundy 8.16 14.28 12.24 10.20 2.04 0.00 53.06
Hamblen 8.33 25.00 25.00 41.66 0.00 0.00 0.00
Morristown 22.22 25.00 13.88 19.44 2.77 0.00 16.66
Hamilton 15.00 45.00 20.00 5.00 10.00 0.00 5.00
Chattanooga 25.00 50.00 25.00 0.00 0.00 0.00 0.00
Hancock 12.50 25.00 25.00 8.33 16.66 0.00 12.50
Hardeman 23.07 38.46 15.38 3.84 11.53 3.84 3.84
Hardin 13.79 41.37 17.24 6.89 6.89 3.44 10.34
Hawkins 13.63 27.27 27.27 13.63 13.63 0.00 4.54
Rogersville 0.00 71.42 14.28 0.00 14.28 0.00 0.00
Haywood 21.05 18.42 15.78 0.00 13,15 0.00 31.57
Henderson 20.00 20.00 17.50 15.00 10.00 0.00 17.50
Hickman 16.12 29.03 12.90 12.90 19.35 0.00 9.67
Houston 20.00 45.00 20.00 0.00 5.00 5.00 5.00
Hun£hreys 27.65 21.27 14.89 8.51 12.76 2.12 12.76
Jackson 29.04 47.61 19.04 0.00 4.76 4.76 4.76
Jefferson 2.56 25.64 0.00 20.51 48.71 2.56 0.00
Johnson 7.14 50.00 14.28 14.28 0.00 14.28 0.00
Knox 25.00 50.00 25.00 0.00 0.00 0.00 0.00
Knoxville 21.62 29.72 16.21 21.62 10.81 0.00 0.00
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System Name 1 2 3 4 5 6 7
Lake 16.66 44.44' 22.22 0.00 0.00 5.55 11.11
Lauderdale 14.28 21.42 7.14 7.14 21.42 0.00 26.57
Lawrence 14.26 34.28 17.14 8.57 11.42 2.85 11.42
Lewis 21.05 57.89 5.26 0.00 5.26 5.26 5.26
Linooln 10.34 51.72 13.79 3.44 3.44 3.44 13.79
Fayetteville 0.00 36.66 23.33 10.00 10.00 0.00 20.00
Loudon 4.34 17.39 17.39 21.73 26.08 0.00 13.04
Lenoir City 10.34 20.68 20.68 13.79 10.34 0.00 24.13
McttLnn 14.28 57.14 14.28 14.28 0.00 0.00 0.00
Etowah 14.01 27.10 12.61 23.83 4.20 0.93 17.28
Maoon 5.00 55.00 10.00 20.00 5.00 5.00 0.00
Madison 19.44 30.55 13.88 25.00 0.00 0.00 11.11
Jackson 0.00 29.41 0.00 23.52 47.05 0.00 0.00
Marlon 20.83 25.00 8.33 12.50 4.16 0.00 29.16
Marshall 9.09 50.00 18.18 4.54 18.18 0.00 0.00
Maury 17.85 46.42 10.71 7.14 10.71 3.57 3.57
Meigs 40.00 40.00 20.00 0.00 0.00 0.00 0.00
Monroe 27.58 34.48 17.24 6.89 3.44 0.00 10.34
Montgomery 16.12 61.29 3.22 12.90 3.22 3.22 0.00
Moore 0.00 41.66 0.00 50.00 0.00 0.00 8.33
Morgan 25.00 40.62 18.75 12.50 3.12 0.00 0.00
Obion 19.35 45.16 16.12 6.45 3.22 0.00 9.67
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System Name 1 2 3 4 5 6 7
Union City 16.66 40.47 14.28 7.14 14.28 7.14 0.00
Overton 5.00 45.00 15.00 5.00 10.00 5.00 15.00
Perry 14.70 26.47 20.58 26.47 8.82 0.00 2.94
Pickett 14.28 32.14 32.14 3.57 7.14 10.71 0.00
Polk 15.78 34.21 13.15 13.15 2.63 2.63 18.42
Putnam 6.25 56.25 25.00 0.00 0.00 12.50 0.00
Rhea 15.21 43.47 15.21 4.34 10.86 0.00 10.86
Dayton 15.55 44.44 13.33 4.44 11.11 0.00 11.11
Roane 16.00 26.00 4.00 10.00 18.00 2.00 24.00
Harriman 25.00 25.00 12.50 9.37 9.37 3.12 15.62
Rutherford 1.38 47.22 16.66 15.27 9.72 9.72 0.00
Murfreesboro 30.76 15.38 7.69 23.07 7.69 0.00 15.38
Scott 27.02 27.02 13.51 10.81 10.81 0.00 10.81
Oneida 26.08 39.13 17.39 0.00 8.69 0.00 8.69
Sequatchie 20.68 24.13 17.24 13.79 13.79 0.00 10.34
Sevier 7.14 46.42 21.42 7.14 10.71 0.00 7.14
Shelby 0.00 41.66 2.77 19.44 33.33 2.77 0.00
Meanphis 6.06 54.54 15.15 0.00 6.06 18.18 0.00
anith 10.71 53.57 17.85 3.57 7.14 7.14 0.00
Stewart 22.22 22.22 11.11 16.66 0.00 5.55 22.22
Bristol 21.42 28.57 21.42 21.42 0.00 0.00 7.14
Kingsport 10.00 40.00 30.00 0.00 0.00 0.00 20.00
Ill
system Name
Category®
1 2 3 4 5 6 7
Tipton 13.33 33.33 13.33 0.00 13.33 0.00 26.66
Covington 9.25 35.18 11.11 12.96 0.00 0.00 31.48
Trousdale 10.81 10.81 5.40 8.10 2.70 0.00 62.16
Unicoi 12.00 26.00 6.00 8.00 16.00 2.00 30.00
Union 22.22 30.00 15.55 5.55 6.66 2.22 17.77
Van Buren 25.00 58.33 16.66 0.00 0.00 0.00 0.00
Warren 15.21 4.34 19.56 8.69 6.52 0.00 45.65
Johnson City 6.25 31.25 18.75 6.25 6.25 0.00 31.25
Wayne 10.52 52.63 21.05 0.00 0.00 0.00 15.78
White 27.27 72.72 0.00 0.00 0.00 0.00 0.00
Williamson 0.00 17.50 2.50 57.50 22.50 0.00 0.00
Franklin 12.82 28.20 10.25 20.51 2.56 0.00 25.64
Wilson 10.52 42.10 5.26 15.78 15.78 5.26 5.26
Lebanon 6.77 30.50 8.47 3.38 5.08 1.69 44.06
aCategory 1 refers to personal qualities, category 2 refers to 
professional skills and qualities, category 3 refers to human relations 
skills and qualities, category 4 refers to instructional leader skills 
and qualities, category 5 refers to manager skills and qualities, 
category 6 refers to decision-making skills, and category 7 refers 
to teaching skills.
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Personal Data:
Education:
Professional
Experience:
Honors and 
Awards:
VITA 
PAUL E. POK, JR.
Date of Birth: May 25, 1956
Place of Birth: Greensville, Tennessee
Marital Status: Married
Greene County Schools} Greensville, Tennessee.
Tusculum College} Greensville, Tennessee; elementary 
education, B.A., 1977.
East Tennessee state University, Johnson City,
Tennessee; reading, M.A., 1979.
East Tennessee State University, Johnson City,
Tennessee; administration, Ed. D., 1984.
Teacher, Sunnyside Elementary School; Greeneville, 
Tennessee, 1977-1978.
Teacher, Doak Elementary School; Greeneville, Tennessee, 
1978-1980, 1981-1983.
Tutor, Greene County Title I Sumner Program, 1979. 
Here-bound teacher (part-time), Greene County Schools, 
Greeneville, Tennessee, 1978-1980.
Director, Office of Conference and Convention Planning, 
East Tennessee State University; Johnson City, 
Tennessee, 1980-1981.
Interviewer, Appalachia Educational Laboratory;
Charleston, West Virginia, 1980-1981.
Evaluation Team Member, Southern Association of 
Colleges and Schools, 1981.
Inservioe and Calendar Oaicnittee Member, Greene 
County School System; Greeneville, Tennessee,
1982-1984.
Delegate, Representative Assembly, Tennessee Education 
Association, 1983.
Delegate, Leadership Development School, Tennessee 
Education Association, 1983.
Chairman, Public Relations Ocximittee, Greene County 
Education Association, 1983-1984.
Vice President, Greene County Education Association,
1983-1984.
Assistant Principal, Chuckey Elementary School;
Chuckey, Tennessee, 1983-1984.
Outstanding Young Man of Greene County, 1983.
Greene County Education Association's Representative 
for Outstanding Young Man of Greene County, 1982. 
invited to membership in honor societies:
Kappa Delta Pi
Phi Kappa Phi Honor Society
Phi Delta Kappa
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Publications:
Tusculum College (1974-1977)
Senior Honor Key Award in Elementary Education 
Ranked 5th in Graduating Class 
Magna Cum Laude Graduate 
Student Government Representative 
Dean's List (every quarter)
Charles Oliver Gray Scholar 
Academic Scholarship 
Alpha Chi Honor Society
East Tennessee State University (1977-1984)
4.0 average in all ooursework
"Quiz on Local Education/' The Greeneville Sun.
Greeneville, Tennessee, 1983 
"Facinating Facts About Greene County Education," 
Series of News Btiefs, WSMG and WGRV radio 
stations, 1983 
Monthly Public service Announcements related to 
education, WSMG and W2W radio stations, 1983-1984 
"Helping Your Child Learn," brochure prepared for 
Greene County Education Association, 1983 
"Discipline," brochure prepared for Greene County 
Education Association, 1983 
"Parent-Teacher Conferences," brochure prepared for 
Greene County Education Association, 1983
